RELATIONSHIP BETWEEN SELECTED SUPPORT STAFF
MOTIVATIONAL PRACTICES AND STUDENTS ACADEMIC
PERFORMANCE IN PUBLIC SECONDARY SCHOOLS IN KENYA

HEZRON BARKEY OYOLLA

A Thesis Submitted to the Board of Postgraduate Stlies in
Fulfillment for the Requirements of the Degree of Dctor of
Philosophy in Educational Administration of Jaramog Oginga Odinga

University of Science and Technology

© 2021



DECLARATION AND APPROVAL

DECLARATION BY THE CANDIDATE

This PhD thesis is my original work and has notbeeesented for the award of a

Degree in any other University.

HEZRON BARKEY OYOLLA

E161/4315/2015A

Signature...................... Date: ..o,

APPROVAL BY THE SUPERVISORS
This PhD thesis has been submitted for examinatiimour approval as University

supervisors

Dr. Jack Ajowi

Signature...................... Date: ..o
School of Education, Humanities & Social Sciences,

Jaramogi Oginga Odinga University of Science anchmelogy

Dr. Peter Jairo Aloka

Signature...................... Date: ..o,

Wits School of Education,
The University of the Witwatersrand, South Africa



DEDICATION
This PhD thesis is dedicated to my late father igViliny father in-law Samuel and my
mother Dorcas who invariably sought for me a bettay. In addition, | dedicate the
thesis to my wife Penrose, my sons Hawkins and Eeiged my daughters Tracy and

Favour, for giving me the break | needed at varieusls of my education.



ACKNOWLEDGEMENT
| thank God for giving me life and strength to daist work. The conception,
development and execution of this study becameilessot only through my personal
efforts but also through the contribution and supfrem different people. | may not
possibly mention all of them by name. However, luldolike to identify those whose

contributions had a direct bearing on the finahf@f this thesis.

Dr. Jack Ajowi was my great benefactor in the cgtiom and eventually execution of
this study. | acknowledge his input as one of myesuisors and his endless
encouragement. | also received unparalled suppart My other supervisor, Dr. Peter
Aloka. His patience, experience and encouragemahicanstant reminders that | had
to move fast kept me moving. Moreover, | thank HeatlSupport Staff Departments
and the various Directors of Studies from Secondaekiools in Kisumu West and
Seme Sub-counties who contributed greatly by tleimments, observations and
recommendations. Secondary School Principals instmapled Schools provided a

positive environment for research.

My sincere appreciation to all family members eggdbcmy wife Penrose and my
children Hawkins, Eugene, Tracy and Favour forrtpeayers and moral support. All
honor, glory and praise to the Almighty God who @ndd me with health, strength,

wisdom, patience, peace and perseverance durirgjuteg.



ABSTRACT
This study was motivated by a number of Schoolsuka many resources in motivational
practices on support staff yet good academic resar still a challenge. Despite other
studies focusing on motivation of teachers and vpaiormance, less have focused on the
impact of motivation of student’s performance. Tdtady objectives were to establish
relationship between support staff bonding tripsl atudents’ academic performance,
determine the relationship between support staffargaand students’ academic
performance, establish the relationship betweempaupstaff professional growth and
students’ academic performance, determine the ioakltip between support staff
recognition efforts and students’ academic perforteaand to examine the relationship
between support staff promotional opportunities anddemic performance in Seme and
Kisumu West Sub-counties. The study adopted Freddierzberg’s Two Factor Theory
(1959) and concurrent triangulation design withilxed methods approach. The study
population comprised of 544 participants in 24 puBlecondary Schools. A sample size of
24 Heads of Departments of security, 24 Heads kiolmen Department, 24 Heads from
laboratory, 24 Heads from secretary’s office anddd#ctors of studies, 24 Board of
Management chairpersons and 24 Principals werenalokaThe study used a combination
of stratified proportional sampling and systematnpling to select the respondents. In
conducting the study, three sets of questionnaier® used which included support staff
heads, directors of studies and Principals. Thdysalso used three sets of interviews
schedules for director of studies, BOM chairpersamd the bursars. The internal validity
of questionnaires was ascertained by using thdeBsttest. A pilot study was conducted
in 7 Schools (10%) of the population to test tHebdity of the instruments. Reliability of
guestionnaires was obtained using Cronbach’s alphd all tools were reliable.
Descriptive statistics in form of mean ratings, pigarts and frequency counts using
statistical package for social science was empldgednalyze data. Pearson correlation
was used to analyze quantitative data. The findireggealed that there was statistically
significant positive correlation (r=.245, n=88, p22) between support staff bonding trips
and students’ academic performance; there wastitatly significant positive correlation
(r=.228, n=88, p=.033) between satisfaction on eupgtaff of salary structure and
students’ academic performance; there was staiistisignificant positive correlation
(r=.220, n=88, p=.040) between opportunities foppsrt staff professional growth and
students’ academic performance, there was someiyeoselationship between support
staff recognition efforts and students’ academicfgumance; there was statistically
significant positive correlation (r=.280, n=88, §88) between support staff promotional
opportunities and students’ academic performancet #he model regression model
accounted for 14.2 percentage of the variance udesits’ academic performance. The
study concludes that promotional opportunities agnsopport staff made the greatest
contribution to students’ academic performance. Jtaely recommends that the Board of
Management of Schools should ensure that therstaretures for fair and equitable offer
of professional opportunities among members of supgiaff.
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CHAPTER ONE
1.0 INTRODUCTION

1.1 Background to the Study

Education remains key aspect of socio-economic Idpueent and contributes to
almost 25% of the Gross National Product especiallycountries viewed to be
developing. According to (Lazear, 2002), the humparsductivity in one way or the
other can be improved through education achievesneare so through the gained
knowledge, experience and abilities. Furthermoneitder and Kimcki (2001) held
the opinion that the guidance in terms of behavamid right direction towards a given
goal and its sustenance is fueled by motivation doy human being. Also, the
internal push towards satisfaction of the desirese®ds considered unsatisfactory is
motivation, (Higgins, 1994). According to (Owen,(4(), motivation of staff is a
historical aspect having been prioritized during timdustrial revolution by the
managers by then who based their philosophicalghioan the fact that staff in any
workplace in one way or the other would behaveamaspondence to their treatment

within the workplace.

Studies have shown that staff who are motivatedldvouturn be satisfied at their
workplace, (Franek & Vecera, 2008). Consistencyagii, 2010) established that
staff who are not satisfied with their job may l¢achigh turnover and even resort to
doing other jobs. According to (Ryan and Deci, 2Q00otivating staff is key and
cannot go unrecognized for efficiency of work. kevdloped nations like Wales and
England, academic staff in high schools were dsfsad from their performance
reviews including signed contracts hence not mtgnvdo continue with work and

this affected academic performance of the learri&xgdies from USA indicated that



job type (permanent or contract), communicationvflavork life balances, working
environment among others are some of the fact@ding to demotivation among

staff, (SHRM, 2007).

In India, stress, poor working conditions, renurtieraand compensation, employee
growth among others are leading factors determiemgloyee motivation at Cement
industrial Centre, (Daljeet, Manes and Dalvind€X)D). Moreover, in USA, studies
have found out that it is easy for other staff frother cadres to join other staff so
long as they feel that the staff, they are joiraing accorded adequate motivation. For
instance, teachers have been observed to be mawiag from their teaching career
to join other careers due to inadequate pay, pavking conditions, as well as lack
of teacher promotions. Same trend has been obsamv€adnada and Spain among
teachers to the extent that a special parliamem@anymittee put in place to conduct
investigation on how best the high turnover cancbetrolled more so reviewing

motivation in learning institutions.

According to (Lovel, 2005) from UK, staff with higbvel of trust to their leaders and
freedom to express their views on job satisfactromany cases feel motivated at
workplace unlike to those without trust at work@atn fact, these type of employees
considered any new challenge at workplace as aortppty to grow and learn new

things and remains flexible when it comes to decignaking by management and

welcome the idea, (Mullins, 2002).

High level of motivation for staff have been obsshin UK where teachers have
opportunity to attend the teacher staff developnmoegrams including in-service

training thus given opportunity to participate mdrnal and external conferences,



(Church, 2009), and these build their confidencevatkplace and remain satisfied
with their work, (Robinson (2005). Additionally, @g and Tioh, 2009) from
Malaysia found out that work policy and salariesedmines how well the university
staff are satisfied at workplace and that dissatigbn at workplace in one way or the
other may be contributed by lack of individual gtbwhigh workload, and poor

working conditions.

Again, poor leadership styles especially transélaand transformational styles have
also been found to be leading to job dissatisfacimong Azad university staff in
Iran, Hamidifar, (2014) and that the adoption ofiitwdualized consideration and

Leissez Fair improves motivation among employeegoskplace.

Research carried out in California reveals that leyges’ work performance is
heavily influenced by quality of welfare and motieaal practices put in place by the
management than by race, class, prior achievenemurd or type of institutions
(Guest, 2004). A study conducted in Nigeria by Nakp, (2010) on human resources
in Schools revealed that conditions of work infloerpositively on performance of
support staff. In addition, another study carrigd @ulobe (2005) on teacher job
satisfaction and motivation for School effectiven@s River state, revealed that job
motivation is very crucial in terms of growth fonmyaeducational system around the
world. Olulobe (2005) further posits that needss&attion and motivation to work
are very essential in the lives of teachers becthese form the fundamental reason
for working. According to the researcher, teachagitation and demands are beyond
the resources of the Ministry of Education or thev&nment. Consequently, the

Nigerian Government and Teachers Union (NUT) ara constant standoff over the



increase in salaries and improvement of workingddans of teachers (Olulobe,

2005).

In Nigeria, good managers especially talented aigthlyr understanding Human
Resource at workplace who have employees at he@dihamany cases listens to their
guestions and concerns contributes to high motimatilevel of employees, (Maicibi ,

2003).

In the Republic of South Africa, a study done by (2009), on coping strategies
in education, found that if extra payment is atetko official duty, then employees
tend to go extra miles in discharging their dutysdd employees are more satisfied at
workplace if their extra efforts are recognizedezsally those that work extra hours,
(Sharma, 2004). In Uganda, a research conductelayni, Brazier and Basarir,
(2016) revealed that on one hand, lecturers wéatively motivated with core work
behaviour, supervision and intrinsic forces of temac but on the other hand, their
potential sources of de-motivation were remunenatigovernance and physical
facilities. This could indirectly affect negativelyn academic performance of the

institutions.

In Tanzania, staff welfare like provision of foodrohg teaching hours remains an
important factor in determination of staff motivati and satisfaction at workplace,
(Olembo, et al., 1992). Similarly, (Ssemugenyi asumwa, 2000) in Uganda
demonstrated that a good working environment irinlydstaff welfare is key for
employee satisfaction and motivation and that ighisey in realization of the vision

and mission of any organization especially thehewmginstitution.



Most employees in Kenya are subjected to publiziserstructure and conditions
which influences their working engagements ternstusting salaries, when wages are
t which have been found to be inadequate to sugpadhers thus leading to staff
demotivation at schools, (Republic of Kenya, 20Ih)ough most teachers work in
secondary and primary levels, most of them end uitlimg the job due to low pay

and poor working conditions, (MOE, 2010).

Critics of guidelines for implementation of Free yD&econdary Education like

KNUT maintains that the Government’s vote head erspnal emoluments meant for
support staff is hardly ever enough to pay for rseda National Hospital Insurance
Fund and Retirement Benefit (MOE, 2010). This exyglavhy all support staff need
to be motivated in order to maximize their perfonwea which finally could influence

positively the students’ academic performance ofimstitutions. Welch, (2006)

observed that money, recognition, training, workqrglifications, attitudes and
experience are the basic tools required to motigateretain top performance. This is
supported by Olayo (2011) who suggests that to miaei employees output, they
need to be comfortable both at work and home irerotd minimize stress and

stressors.

Kiumi et al., (2012) in his study of School conflin Laikipia Sub County established
that Schools offering lunch programmes to suppiaff svill minimize time wastage
during lunch recess/break, resulting into increasteident contact hours and timely
input from teachers in Curricular and Co-curricudantivities in the afternoon. In
Kenya, there is discrepancy in Curricular and Cwoicular performance from one
School to the other in the past years (Kisumu V&gt County Office, 2020). The

level of success in each discipline has a dirdatiom with teachers’ performance and

5



job satisfaction that result from good welfare pics (Otieno, 2014). Otieno (2014)
investigated the effects of teachers motivatiomatfices on their work performance
by considered practices such as; Soft loan, Sadwance, recognition of individual
effort, lunch program, housing facilities, travedli allowance, holiday tour, job
promotion, team work, training and organized tramspOtieno (2014) further
considered the effects of work performance, josfadtion and work productivity in
general. The current study aimed to investigate itifeience of five selected
motivational practices to support staff in publiecBndary Schools and specifically
their influence on students’ academic performantleis was because the five
practices are common in all public Secondary Schoagardless of their enrolments

or sizes.

Motivation of teachers and its influence on perfante has widely been studied.
However, previous empirical research on suppoff Btativation not been linked to

students’ academic performance. Therefore, probhtith exist concerning the

influence of support staff motivational practices students’ academic performance
in Public Secondary Schools, particularly in KenSapport staff plays a critical role
in making Schools achieve their objectives and eemany resources should go
towards their motivation. In Kisumu West and Serab Sounties, 80% of Secondary
Schools use extra resources to organize for bontlipg, increase salaries, offer
accommodation and gives various psychological ratitmal practices to support

staff (Education Office Seme Sub-County 2015).

Studies have reported that, there is poor perfocendipelow C+) in Kenya Certificate
of Secondary Education (K.C.S.E) in both Seme amiiidu West Sub-Counties.

These studies have analyzed the variables thatt affiedents’ academic performance



and established that the influence of support staffivational practices has not been
studied. Table 1 below shows the Secondary Schedbymnance in K.C.S.E in the
two Sub-Counties.

Table 1: Percentage of students who attained below C+ ikis West and Seme
Sub-Counties, Kisumu County 2018-2020

Year 2018 2019 2020

Sub- No of candidature % of No of candidature % of No of candidature % of

county  Schools students  Schools students Schools students
below C+ below C+ below

C+

Seme 35 2636 2226 35 2498 2115 35 2754 2322
(84.4%) (96.8%) (84.3%)

Kisumu 38 2917 2324 39 3077 2272(74%) 39 3236 2380

west (80%) (73%)

Source: Kisumu County Director of Education Office, 2020

One Head of Department (HOD) in Kisumu West in 2@i®&erved that without
supportive support staff, there would be no goailts. This study focused on the
relationship between support staff motivational ciicees and students’ academic
performance in public Secondary Schools in Semekasdmu West Sub Counties.
The particular support staff motivational practiossnsidered in this study were
bonding trips, salary structure, recognition e8prtprofessional growth and,
promotion opportunities. This because very littierhture is available on these

motivational practices among support staffs in &daoy Schools.

1.2 Statement of the Problem
In any workplace, organizations including learnimgstitutions adopt various
motivational practices to address the welfare efdmployees thus motivating staff to

do their best at workplace which in turn improvas brganizational performance



including realization of the objectives and godlsaching and non-teaching in one
way contributes to the academic performance ofstbhdents. For example, if cooks
prepare meals in time, academic Programme willsmoothly. Other support staff
who carry out duties that influence academic ressich as lab assistants, are equally
critical in practical lessons in the laboratoriesecretaries and typists prepare
examinations through printing and typing, secumtfficers keep vigil to ensure
students property is safe and that there is lawaaddr in School. When these duties

are well done, students’ academic performance daypdove.

The study on relationship between support staffivatbnal practices and academic
performance is justified to be carried out in KisuWest and Seme Sub-Counties
because of a number of reasons; the Schools usead tesources on motivational
practices like bonding trips and awards or offersupport staff yet good academic
results are still a challenge in most Schools (Btanal Office Kisumu West Sub
County 2015). In addition, majority of the Schomdgister a mean score of C- (5.449)
and below (T.S.C. County Director Kisumu County @01Several factors could lead
to Schools registering the grade of C- and belawekample, inadequate resources
and poor motivation of teachers and support stdffwever, little attention on
motivational practices of support staff can alsatdabute to poor students’ academic
performance and vice-versa. Few studies been daoug¢ on relationship between
support motivational practices and students’ acaclgmerformance in Seme and
Kisumu West Sub-Counties. This study therefore $eduon the relationship between
support staff motivational practices and studeatsademic performance in Public

Secondary Schools in Seme and Kisumu West Sub @sunt



1.3 Purpose of the Study
The purpose of the study was to establish theioakship between selected support

staff motivational practices and students’ acadgmeidormance in Public Secondary

Schools in Kisumu West and Seme Sub-Counties.

1.4 Objectives of the Study

To establish the relationship between support dtafiding trips and students
Secondary academic performance in Public SeconBahgols in Kisumu West

and Seme Sub-Counties.

To determine the relationship between support statiry structure and students’
academic performance in Public Secondary Schoolksisumu West and Seme
Sub-Counties.

To establish the relationship between support spafffessional growth and

students’ academic performance in Public Secon8ahyols in Kisumu West and
Seme Sub-Counties.

To determine the relationship between support staffognition efforts and

students’ academic performance in Public Secon8ahyols in Kisumu West and
Seme Sub-Counties.

To examine the relationship between support stafinptional opportunities and

students’ academic performance in Public Secon8ahyols in Kisumu West and

Seme Sub-Counties.



1.5 Research Hypotheses
Null Hypotheses

H.o1. There is no significant relationship between supptaff bonding trips and
students’ academic performance in public Secon&atyools in Kisumu West and
Seme Sub Counties.

H.02: There is no significant relationship between supptaff salary structure and
students’ academic performance in public Secon&atyools in Kisumu West and
Seme Sub Counties.

H.o3: There is no significant relationship between supgtaff professional growth
and students’ academic performance in public Seexgn8chools in Kisumu West
and Seme Sub Counties.

H.os- There is no significant relationship between supgtaff recognition efforts and
students’ academic performance in public Secon&atyools in Kisumu West and
Seme Sub Counties.

H.os. There is no significant relationship between suppstaff promotional
opportunities and students’ academic performancKisamu West and Seme Sub

Counties.

1.6 Significance of the Study
This study might generate information on both pblgical and psychological

related motivational practices to support stafpublic Secondary Schools, thus it is
hoped that the information might assist the supgtaft to appreciate the influence of
the identified motivational practices offered toerh on students’ academic
performance. It is hoped that the information m#go éhelp School Management
develop strategies for improving motivational prees among support staff in their

Schools and identify areas of their weakness tosvgmebmotion of motivational
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practices in their establishment, particularly KimuWest and Seme Sub Counties. It
might also enable other scholars generate and recscarce literature which may be
useful in this field of study as well as createthe Government awareness of the

necessity to motivate the support staff.

1.7 Assumptions of the Study
The study is based on the following assumptions:-

i.  Bonding trips, salary structure, professional gtgwecognition efforts and
promotional opportunities are the major supporff steotivational practices
embraced by public Secondary Schools in Kisumu Wast Seme Sub
Counties.

ii.  The motivational practices given to support stafpublic Secondary Schools
in Kisumu West and Seme Sub Counties have influencgtudents’ academic
performance.

iii.  The Secondary Schools have structured promotigo@brounities for support
staff workers

iv.  The Secondary Schools have adequate recognitiorteethat are tangible for

the support staffs.

1.8 Limitations of the Study

Some of the respondents especially the Principadsdusy schedules and therefore
finding them in Schools was a challenge for theaesher. In order to overcome this
challenge, the researcher booked appointments twéhSchool Principals through

phone calls and arranged to travel to the Schoaldiinister questionnaires to the
principal in order to minimize chances of findirgim absent from School. Secondly,

some parts of Seme and Kisumu West Sub Counties bag roads and are muddy
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during rainy seasons, this made accessing thesas at#ficult. However, the
researcher used a motorbike to reach these arbasly] some of the respondents
were uncooperative about sensitive information. dv@rcome this problem, the
researcher explained to the respondents the impm&rtaf the study and assured them

of confidentiality.

1.9. Scope and Delimitation of the Study
The study only covered selected public Secondanp@s in Kisumu West and Seme

Sub Counties. The study was concerned with how ibgnttips, salary structure,
professional growth, recognition of efforts and mpational opportunities to support
staff influence Secondary Schools’ academic perémue. In the selected Secondary
Schools, the study obtained information from thené?pals, Directors of Studies,
Board of Management and sampled support staff hgaskcretary’s office, security,

and kitchen and laboratory departments. Herzbesgpiiyh(1959) guided the study.

1.10 Theoretical Framework

The theoretical framework of this study was adagteth Fredrick Herzberg's Two
Factor Theory (1959) which postulates that theest@p job factors, when combined
can result into job satisfaction, motivation orsgissfaction. According to Herzberg et
al., (1959) there are some job factors that rasu#atisfaction while there are other
job factors that prevent satisfaction. The firsoup of the factors are; Hygiene
factors; they included bonding trips and salarydtire in the study. He also refers to
them as maintenance factors as they are requireavaal dissatisfaction among
employees. The factors are extrinsic to work, theescribe the job
environment/scenario and symbolized the physioldgmeeds, which an individual

wanted and expected to be fulfilled. The secondigrof job factors yields positive
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satisfaction and they are inherent, intrinsic, sghzie psychological needs and were
perceived as additional benefits. They includedfgasional growth, recognition

efforts, and promotional opportunities in this stderzberg, et al., 1959).

The School administration should emphasize morenutivational factors like
professional growth and promotion of support sitaftheir institutions by sponsoring
them for workshops, create vacations for furthedists through flexible times for
work. This motivates them hence higher productivibat influences academic
improvement in the School. Recognition of the @fahrough verbal appreciation

and letters also motivates them to work hard.

The School administration can offer fringe benefiitggiene factors) to support staff
through providing tea, lunch and even health cdams) housing support staff in
School and even giving salary advances or incremidng would create more time
for support staff to concentrate on their duty ioh&l hence help in timely
implementation of academic Programme. However ffggelme factors alone are not
enough to motivate support staff, more emphasisldime put on intrinsic factors for

Herzberg says that, hygiene factors cannot at@lkwalone to motivate employees.

1.11 Conceptual Framework

Conceptual Framework is a diagrammatic represemntaif variables in a study. It
demonstrates their operational definitions and hosy interact in the study and how
the independent variables influence the dependamiables in the study. The
Conceptual framework was developed from Two FaGtweory of motivation, also
known as the motivator hygiene theory by Herzbdrgle (1959). In relation to
literature review, the study was based on concéptamework understanding that

various job factors (Hygiene/Maintenance factorf)cl are physiological, describe

13



job environment and are extrinsic. For example psupstaff bonding trips, salary
structure, professional growth, recognition effatsd promotional opportunities are
independent variables that influence academic pedace, which is the dependent
variable in the current study. The conceptual fraor& for the present study is

presented in figure 1.0.

Independent variables: Dependent Variable:
Support Staff students Academic
Performance
Motivational Practices - Students Academic
(Satisfiers) Performance

- Bonding trips

- Salary structure

- Professional growth

- Selected recognition for
positive efforts I

A 4

- Promotional opportunities

Intervening variables
(Dissatisfiers)

- School policies
Feedbac - Leadership styles
- Individual attitude
- School work
environment

Figure 1: lllustrates the conceptualized relationships betwt® support staff
motivational practices and students’ academic panénce

The framework shows that bonding trips can givepsupstaff time to relax, gather
momentum and plan for the next programmes and wttk commitments because
they feel appreciated and this would make themilye@dcept extra work, which

would eventually have positive effect on acadenaidgrmance.

Yearly salary increment, periodic salary adjustraesndd fair pay according to the
government guidelines or beyond can give suppatff $bb satisfaction, increase

teamwork and commitment in service to School custem Most of their
14



physiological needs are fulfilled; this can makenthcome to School daily leading to

increase in service delivery and influencing pusliiy in academic performance.

In addition, written or verbal appreciation to aividual or a group of support staff
to recognize their effort and opportunity to attewdrkshops or further training
prepare the staff for present and future job proonst consequently, resulting into
increase in productivity that would positively affehe academic performance of the
School. Promotion from one job group to anotherhsas Deputy to Principal or
Senior Master to Deputy or ordinary cook to summwhead cook would motivate
support staff to work harder. Similarly, if suppetaffs were given tea and lunch by
the School administration, it would improve teacheristudent and support staff

contact.

The framework further reveals that the School Managnt, teachers and support
staff should be aware of the intervening varialthed might interfere with the School
programmes. The framework shows that School pglicieadership styles of the
Principal, individualistic attitude of support dtaihd working environment in School
are some factors that might interfere with gooddaoac performance despite the
provision of good working conditions and other aidtial benefits. The framework

also shows that feedback from service deliveryasessary, as it would give the
management and support staff opportunity for evanaof their contribution to

academic performance. The feedback would also thepSchool management find
ways of resolving such intervening variable infloes for better work performance

by support staff.
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1.12 Definition of Operational Terms

The following terms have been defined as useddrstudy:

Support Staff: Workers in a School who help teachers in nochesy
duties.
Motivational Practices: Are methods used by institutions to take cardef t

welfare/being of the employees.

In-Service Training: Training courses of study done while one is waykim
a job in order to learn new skills. Can also bemed to
as in-sets training/ concept.

Education: The process of acquiring knowledge, skills anitiuates

Public Secondary Schools: Secondary Schools owned by the Government.

Work environment quality: It is all psychological and physiological motivatad
practices that motivates employees to work hard.

Professional growth: Activities like further training that help in acgition of
deeper skills in one’s area of specialization faaraple.
book keeping for an accountant.

Training: The process of learning skills that you need tadob
for example. learning skills for arrangement of
experiment and chemicals for preparation of a ralct
lesson in the laboratory by lab assistant.

Workshop: A period of discussion and practical work on a
particular subject or area of specialization in atha
group shares their knowledge and experience for
example. a poetry, drama, catering, security, atog

workshops.
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Conference:

Promotion:

Recognition:

A large official meeting, usually lasting for anfedays

at which people with the same work or interest come
together to discuss their views for example. actants

or laboratory assistants.

A move to a more important job, rank or positionan
institution or an organization for example. a cdok
head cook or accounts clerk to bursar.

Public praise or material reward for work doneation

taken.
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CHAPTER TWO
2.0 LITERATURE REVIEW

2.1Introduction

This section presents a review of related litemtbased on the stated objectives;
relationship between staff bonding trips and sttgleacademic performance in

Kisumu West and Seme Sub Counties, relationshtpvden Support staff salary

structure and students’ academic performance irurkis West and Seme Sub
Counties, relationship between support staff msisnal growth and students’

academic performance in Kisumu West and Seme Subt{@s, relationship between

recognition efforts, promotion opportunities andd&nts’ academic performance in

Kisumu West and Seme Sub-Counties.

2.2 Relationship between Support Staff Bonding Trip and Students’ Academic
Performance

According to Judge and Church, (2000) in orderaweha good working environment,
managers have to trust employees and value thenemptbyees should know that
managers will have a define process to help thetrbgek on track. They further
observe that managers should understand the besicids of motivation, need to

listen to employees and accept their workplacesdea

MC Conell, (2006) observes that there are sevemiswio indicate that you value
your employees. These include greetings, attacimkghan their paycheck and
acknowledge employees milestones, staff gathenintgiade the organization, holding
celebrations for success, arranging frequent ctmtasd other team building

activities. These team-building activities can adgply to support staff in order for
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them to works as a tea. This eventually encouthgen to work beyond normal
working hours in areas like laboratories and exdies in preparation of exams or
learning materials and practicals for studentssTdan go a long way in improving

the academic performance of students.

Taylor (2007) views taking a field trip with empkgs as one of the most effective
ways of team building. Taylor further observes tia&ing a field trip is the best way
to know your employees as they interact freely autha formal plan. Team building
according to Taylor include annual field day comgplevith food, silly games
(optional), prizes and quarterly trips to the mavi€aylor further observes that team
building that involves getting offsite, encouradghe staff to get to know each free

from confines of their offices.

Salas, Rozelle, Driskell and Mullen (2010) examitieel effects of team building on
performance. Overall, there was no significant affeof team building on
performance. However, the effects of team buildiaged as a function of the type of
operationalization of performance. On objective suees of performance, there was a
non-significant tendency for team building to dese performance, whereas on
subjective measures of performance, there waséisant, albeit small, tendency for
team building to increase performance. The aforéimeed study was experimental
in nature and it involved a small sample size, Wwhiould limit generalizability of

findings, but the present study utilized a reldyiv@gger sample size.

In the view of Buckley (2006), among the 6 waysthieve employee bonding is to
seek opportunities to socialize outside the wordglaVhether it is taking everyone

out for lunch or a bowling alley. According to Blek, planning a social outing away
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from the workplace is a proven method for helpingpyees. Further observation is
that when people talk about their personal liveégytbuild bonds based on them.
Buckley explains that these bonds lead to trustrasdect that lead to willingness to
collaborate and perform well together. Buckley says my experience, the most
impactful thing a leader can do is to enhance tearkvend bonding to the team

members.

According to Yates (2016), if budget permits, tllemore ambitious team out should
be considered, where the employer and the empldgkesa few days away from the
office and engage in activities utterly differerdrh what happens in their daily lives.
Yates refers to this as embarking on an advenaliref course, paid for everyone on
the team cohesive and united helps create a bettetuctivity, more employee

happiness and better results.

In U.S.A, a survey carried by Matt (2015) among kypes of selected
organizations, found that guidance, support, amnerest in life outside of work are
components of good relation between the employer @mployees. Matt further
observes that guidance and support should take jphaor outside place of work in
order to discuss goals setting priorities. Accogdio Matt. the employee — employer
relationship should be professional and that enggkghould be professional. They
should have interest in or know employees liveshoside and outside workplace
and further learn more about them during team mgldor bonding away from

workplace.

In addition, according to Matt. a survey by 15 fsu@vey team in 2015 in U.S.A
among 1000 adults showed that only 15% of employeese satisfied with the

quality of employee-employer relationship both mdaway from workplace. In yet
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another survey by Gullup (2015) that consisted2§i07adults, nearly 50% left a job
to get away from their manager because of bad graplemployer relationship. MC
Collen (2006), Buckely (2006) Yates (2016) and Ma015), have all observed that
team building in and outside (bonding trips) arseasial in a work place. If such
opportunities of team building activities are offdrto support staff, they can become
more dedicated in their work, go extra miles tgphstidents, for example, in science
laboratories. This can go a long way in improvircademic performance of the
students. The current study differs from the onassedby 15 five-survey team and
Gullup because it will be specific on influencesopport staff motivational practices
on academic performance in Secondary Schools wheeother studies sampled
respondents from different organizations in U.Sid aaot Secondary Schools in

Seme and Kisumu West Sub-Counties in Kenya.

Ingvarson, Kleinhenz, Bervis and Carthy (2005) emNZealand conducted a survey
on teachers’ workload in Secondary Schools. Ingrarand et.al revealed that
teachers’ work is more demanding due to large nurobstudents but less time for
preparation and that this increased pressure hde teachers’ to work for extra time
at home or over the weekend to complete their waikl However, this is not
commensurate with their pay. In a related studyswgbport staff in New Zealand
(2011) it was noted that challenges of supporf stafkload include many competing
demands which interfered with their ability to effigely complete tasks, lack of time
to tackle amount of work or insufficient back up terms of work environment

quality.
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Ingvarson and et.al study was on teachers worktbatl results into a mismatch
between the work and pay back and benefits arifimg work environment like
bonding but the current study analyzed selectedvatainal practices to support staff
like salary and bonding trips and their influenceacademic performance. Ingvarson
and et al. observed that work overload on teachmaises it impossible for them to
cope up with work. This can apply to support sesffwell when much work is given
but pay is low, for example, the lab assistantHen staff, and secretaries in the exam
office. This demotivated them hence dysfunctionabgpammes in Schools.
Moreover, this leads to time mismanagement thanteradly influence students’
academic performance. The current study focuse@ morsupport staff motivational
practices as opposed to teachers whose employBeashers Service Commission

(TSC) and not Board Members of Secondary Schoalsetmploys support staff.

Smithers and Robinson (2008) conducted a studyaotorfs that influence teachers
switching profession and concluded that teacherstklwad, salary and work
environment quality as some of the reasons. Thethdu observed that teacher
workload is likely to make teachers become ineffecin certain areas. Smithers and
Robinson (2008) focused on factors that make teacleave teaching for other
professions and identified salary and work envirental quality as some of the
variables. However, the current study focused oe thfluence of selected
motivational practices on academic performancealking into account bonding trips
and salary as some of the motivational practicesthErmore, the current study

analyzed support staff and not teachers.
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In Zimbabwe reward of any form from salary adjustingpward or a trip was found
to play an important role in determining the effeetimplementation of performance
appraisal system. According to Machingambi, et(@013) who conducted a survey
on performance management system, monetary issws paramount in the
performance management system. The study furthebleshed that teachers did not
receive some form of performance related rewamisgekample, promised trip, for
having achieved set target. This proved to be astacke to the success of
performance appraisal system. Machingambi et2013) further established that for
any success to be realized, promised rewards neuptid to all deserving teachers
and when they are due. Machingambi et al., (20L8pssted that the Government
should be committed in performance appraisal sydtgmawarding teachers who
perform well. While a study by Machingambi et ahswon performance management
system in relation to rewards, the current study$ed on how the selected extrinsic
rewards like salary and bonding trips influenceddmenic performance specifically

when offered to support staff and not teachers.

In Botswana, Bulawa (2012) conducted a study onntipgementation of performance
appraisal system in senior Secondary Schools. They srevealed that teachers
showed resistance to appraisal system due to lakkowledge on the importance of
appraisal system but the managers’ positive pemeptas due to anticipated benefits
of the appraisal system like extra pay and teardimg away from work station. The
study carried out by Bulawa (2012) focused on geBacondary Schools as opposed
to the current study that focused on public Secon&chools whether senior or
junior or with varied enrolments. The current stuttgrefore gave objective and

realistic feedback on influence of selected motoretl practices like salary and
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bonding trips to support staff on academic perforcea Furthermore, the current

study focused on support staff as opposed to tesah&enior Secondary Schools.

According to Mutua and Ndeti (2014), there is acheemake available avenue that
will yield into more bonding and unity of purposiea release to Kenya Certificate of
Secondary Examination (KCSE) results that will duailty lead to improved

performance in future. They propose that Teachsosje support staff, BOM and
PTA representatives be sponsored by well-wisherdamors for a bonding trip to

Mombasa. The trip would not only be a bonding thpt also a source of motivation
to stakeholders as well as providing a fertile gauor progress and potential
evaluation, creating unity of purpose and planrengead on how to sustain good

academic performance for the School.

Cheum (2018) examined the effects of team buildictivities as a strategic issue on
job retention at Safaricom company in Kenya. Theubation of the study constituted
all 4,500 employees of Safaricom Company Limiteat8ied sampling was used to
pick employees from the ten existing divisions afé@icom, after which the sample
size formula was used to determine the size os#meple of 138 subjects for a cross
sectional survey out of which 109 responded byngja response rate of 79%. Data
analysis was done using SPSS and Excel tools ttupeodescriptive and correlation
statistics. The findings reported that Team buddactivities made the respondents
feel like a ‘part of the family’ and enjoy parti@png in the team building activities.
The above study was done among a private compaKgmya but the present study

was among support staff in public Secondary Schools
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Mokaya, and Gitari (2013) study sought to determihe effect of workplace

recreation on employee performance at Kenya Utdhillege. The study was

descriptive covering a stratified sample of 81 oegfents drawn from 162 employees.
Data collected through self-administered questioenaas analyzed using descriptive
and inferential statistical tools. Participationr@ctreational activities was found to be
useful in the management of work -life balance wathcorrelation of 0.61. Job
satisfaction correlated highly with performanceOat5. The study concluded that
recreation is a significant factor in employee perfance; increases the level of
commitment, enhances bonding and improves emplaygdieeing with a consequent
positive effect on job satisfaction, service prawmis customer satisfaction and

productivity.

Furthermore, Odunga (2013) carried out a studyactofs influencing job satisfaction
among non-teaching staff in public Secondary Schmd@utula Division. The study
revealed that communication structure was a two, waganing support staff were
free to discuss with administration issues conogrmork. Odunga (2013) therefore
recommended that although most employees in Butivigion were satisfied with
communication, it was important for the administnatto organize regular meetings
where non-teaching staff is free to discuss wodgléssues that should also be
implemented after discussion. The study furthereoles that in Secondary Schools
some of these staff meeting occasionally take pkgay from institutions where
people can share, participate in different acesitiliscuss freely as opposed to School
environment. While Odunga carried a study on factofluencing job satisfaction in
general among teaching staff, the current studemrdifl because it was specifically on

the influence of support staff motivational praes®n academic performance.
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Kaireria and Mutai (2014) carried out a study octdaes affecting implementation of
performance Appraisal system in National Bank ofyae They found out that
rewards whether to departments or individuals ity &rm greatly affects the
implementation of appraisal system, especially whigch rewards are given at a flat
rate thus failing to distinguish between performansl non-performers. The current
study was different from the one carried out byr&aa and Mutai (2014) because it
was carried out in public Secondary Schools as sggp@o a bank. Furthermore, the
current study focused on selected motivational tmm@s to support staff like salary
and bonding trips as extrinsic recognitions or melsaas opposed to rewards in

general, hence the study gave detailed feedbaitieiareas.

Otieno, (2014), carried out a study on teachinfj stelfare practices and their effects
on work performance of Secondary School teacheBoimdo Sub County, Kenya.
His findings revealed that staff holiday tour waseoof staff welfare practices
organized by the School management and most Scluwsis termly or yearly.
Otieno, (2014), further posit that such holidayrsoare meant to energize the staff
and eliminate burnt out. Holiday tours as motivadib practices when offered to
support staff may re-energize and eliminate burh ®his can further make them
manage time well such that School programmes omdem® programs run
effectively, for example, preparation of practidalssons, and exam materials.
Therefore, with elimination of burn out, they caasidy meet deadlines. This goes a
long way in running academic programmes smoothlyceenfluence on students’
academic performance. While Otieno (2014) resedratre teaching staff welfare
practices and their effects on work performanceyeneral, the current study was

specific on finding out the relationship betweempart staff motivational practices
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like bonding trips and students’ academic perforceaas opposed to teaching staff

welfare effect on work performance in general.

2.3Relationship between Support Staff Salary Structre and Students’ Academic
Performance

Sokoya (2000) observes that in many studies, egiewvel of an employee has been
found as an important source of job satisfactioccdkding to Santhapparas and Shah,
(2005), pay can entice individual to join and remaithin an organization. Nezaam
(2000) reiterates that wages are a significanbfaat job satisfaction and that money
not only helps people attain their basic needsabad is instrumental in providing
upper level need satisfaction. Nezaam further ofesethat employees often see pay
as a reflection of how management views their doution to the organization.
Darjeet, Manojand Dalvinder (2011) concurs thaplalyees are more satisfied when
their work is fairly rewarded and that employeesegt salary as supervisors reward
for the work they have done. One employee descsb&sy, as “The salary paid to
me is what the company thinks of me. Thus the tebsesalary, the less appreciated”,

(Bokorney, 2007).

Smithers and Robinson (2008) conducted a studyactorfs determining teachers to
leave profession and concluded on the followingachers work load, salary and
work environment quality make teachers to switobfgssion. They further observed
that teacher workload is likely to make teachersobe ineffective in certain areas.
Likewise, support staff may also become ineffectaral relaxed in their duties if
there is work overload and low pay. For exampld, #ssistants and cooks may

deliberately sometimes make mistakes, which mayltreés time wastage that
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eventually affect students’ academic performanaeitt&rs and Robinson (2008)
study focused on factors that make teachers lesaahing for other professions and
identified salary and work environmental qualitysasne of the factors. The current
study focused on the influence of selected motweti practices on academic
performance but took into account specifically hogdrips and salary as some of the
motivational practices. Furthermore, the currendgtinterest was on support staff

and not teachers.

According to Boggie (2005), inequity in terms othaof recognition and poor pay
often contributes to a problem with employee retentCyders and Smith, (2007)
believes that motivation by good pay /salary cadleo cost reduction by reducing
absenteeism, technical errors and employee turndwguublic Secondary Schools,
just like many organizations reduction in absemst@eitechnical errors and employee
turnover among support staff results into efficieabhning of School programmes
hence high productivity from support staff whichghi positively influence academic
performance in an institution. Studies by Case Harmstain, and Woolhahdler (2002)
have shown that wages coupled with lack of prowiggoiogrammes and insurance are
often connected to low level of productivity atlwalue to absenteeism. According
to Sazari and Judge (2004), individuals view tmemuneration as an indication of
their value to the organization. They compare thngiuts to received outputs relevant

to that of others.

Ingvarson, Kleinhenz, Bervis and Carthy (2005) emNZealand conducted a survey
study on teachers’ workload in Secondary Schoalgvdrson and et.al revealed that

the demand as a teacher is in increasingly mord,woore students, less time for
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preparation and this increased pressure has madbets’ work for extra time at
home or over the weekend to complete their workeandible and this is unlikely to
commensurate with their pay. In a related studgeaech division in New Zealand
(2011) in a survey of support staff productivitytew challenges of support staff
workload as including many competing demands wimtgrfered with their ability to

effectively complete tasks, lack of time to tacklount of work or insufficient back

up in terms of work environment quality.

Ingvarson et al., (2005) study was on teacherskiwad that makes it unbearable to
work effectively, resulting into a mismatch betwetre work and pay back like
salaries and benefits arising from work environméa bonding while the current
study was on selected motivational practices tgasripstaff like salary and bonding,
trips and their influence on academic performainte. current study focused more on
support staff motivational practices as opposedetachers whose employers is
Teachers Service Commission and not Board Memlidese@ndary Schools, which

employs support staff.

In UK, a study conducted by Oshagbelm (2000), amdniged Kingdom academies
on statistical pay, employee rank & job satisfattmonfirmed that there exists a
relationship between pay and rank of employee heit tevel of job satisfaction. A

study by Grace and Khalsa (2003), at Massachusigiter education institutions on
professional development and salary packages edtatlthat salary and professional
development are linked to job satisfaction factdowever, a survey carried out by
Young (2006) in the public sector in United Statésled to identify a significant

relationship between pay and job satisfaction. Wthike study by Young (2006) was
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on relationship between pay and job satisfactitve, ¢urrent study was different
because it aimed at finding out the relationshipyben support staff salary and

students’ academic performance.

In U.S.A, Wenely and Bonreau (2007) conducted ayston employee attitudinal

effects on performance appraisal and reportedthieat is need to study the effects of
appraisal system in an organization and that apglraystem is used for certain
purposes, while the employee does not feel it miadly used for the purposes

intended for but promotion, salary adjustment oregal as the main purposes. While
study by Wenely and Boureau (2007) study focusedarsformance appraisal system,
the current study was different because it focusedtudents’ academic performance
in relation to selected motivational practices,itbes the current study was specific on

support staff as opposed to employees in generalation to appraisal system.

Oyebolu and Muraina (2010) study reported that eased wages enhanced
performance of teachers. For example, in early Bées 2000, the Ministry of
Education unveiled a new teachers’ bonus experinmenforty-nine Israeli high
Schools. The main feature of the Programme washdinidual performance bonus
paid to teachers based on their own students’ aeiments. The experiment included
all English, Hebrew, Arabic and Mathematics teasheho taught classes in grades
ten through twelve in advance of matriculation egamthese subjects in June 2001.
The aforementioned study was a review of a Prograrbat the present study was

empirical in nature.
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A study conducted by Ademokoya (2006), in Nigeria iofluence of working
conditions on the performance of sign languagerpnéters and teachers of deaf
students in Oyo state revealed that poor workingditmns like delay in promotion,
salary payments, unattractive office and accommaadatave a significant adverse
influence on working performance of both teachexs iaterpreters. The study further
revealed that hours expected to work, annual wagdgob security play a vital role
in the association between health and work relpggtbrmance of both teachers and
interpreters. Low and late salary pay may alsoyapplsupport staff and influence
students’ academic performance since they mayaspa go slow or be absent from
duty hence loss of learning hours because of del#ye implementation of academic
programmes. This may affect students’ academicopednce. The current study
differed from a study carried by Ademokoya in thia¢ previous study was done
among sign language and teachers of deaf studehite the current study was
carried out among support staff in Secondary Schaod focused on salaries and

students’ academic performance in Kisumu West amdeSSub Counties.

Adewusi, Adedeji, Kalejaiye and Anabajo (2017) stedamined employment status,
pay and perceived performance of workers in salefdeeign-owned manufacturing
industries in southwest Nigeria. As a descriptiedyg, it adopted cross-sectional
research design. Data was gathered using questieraral in-depth interview guide
and was analyzed through quantitative and qual@athethods respectively. The
study also discovered that there was a positivaifgsggnt relationship between
employment status, pay and workers performance. sth@y then concluded that
workers dignity has come under attack by foreigdustrialists despite local and

international norms. An examination of this studgynhelp us know the relationship
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between support staff salary and students’ acadepadormance, low pay
demotivates hence lack of urge to beat deadlinés. dbove reviewed study was
among industrial employees of foreign industriasied out in Nigeria but the present

study was carried out in Kenya among support stgfublic Secondary Schools.

Odoh, (2011) examined the effects of wage inceatared other fringe benefits on the
productivity of Nigerian Workers. The methodologdoated in this study was
empirical approach. Data for the research were rgéee from both primary and
secondary source. Primary sources included questianand personal interview. In
the area of Secondary sources, documented maters®dd include textbooks,
journals, conference and seminar papers, newspaghersnternet and other non-
classified documents. The major findings of thisdgt was that irregular and
inadequate wages/salaries, low level of fringe btneand lack of collective

bargaining process brought about low productivityvorkers of Enugu State Local
Government Service Commission. The research alsodf@ut that financial as well
as non-financial reward, promotion and conversi@ sdrategic in the promotion of
productivity in organizations. The reviewed studyee was carried out in Nigeria
among workers in general but not Kenya as was d@ise of the present study, which
was more specific on public Secondary Schools’ supgtaff whose results were

more specific in education sector and not gendralibworkers.

lyida (2015) studied the Effect of Increase in Wage Fringe Benefits on the
Productivity of Workers in Nigeria: A case study déderal Ministry of
Transportation (works) Enugu. The analysis revealadng other things that increase

wage in the Federal Ministry of Transportation exdeathe productivity of workers
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largely thereby affecting their attitude to workus, the monetization of fringe
benefits has improved the performance of workeesety leading to job satisfaction
among workers. The study also showed that the namakfringe benefits could only
satisfy the basic needs of workers to a very smgént because of high cost of
living. The reviewed study above was carried outNigeria among workers in
ministry of transport but not in Kenya as was tlasec of the present study among

support staff of public Secondary Schools.

Adekoya (2015) looked at the impact of organizatlocompensation management
system on the performance of employees in the peictor. The result focused on
the analysis of data collected from the field usihg questionnaire. It includes the
frequency distribution table and the chi-squardymmaas well as the inferences made
from the analysis. That compensation managemerterayflas a great impact on
employee's efficiency and performance at the Neg@aorts authority. There is a
relationship between compensation management pafidyemployee's performance
and that compensation management will lead to igesimpact on employee’s
performance. Increase in wages or salary can rigsjgb satisfaction among staff, for
example, reporting to work in time and working begaormal hours. Eventually this
could influence students’ academic performancetpesy. The above reviewed study
was quantitative in nature but it lacked a qualiataspect that captures the insider
meaning of participants. Therefore, the presentlystadopted a mixed methods

approach.

Okeke, Nwele and Archilike (2017) study examined tmpact of effective wages
and salary administration on civil service produtyiin Nigeria using Anambra State
as case study. As a descriptive survey designtean structured instrument was
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developed to reflect the modified 5 points Likertaie format that elicited
information from the respondents. The sample of ESpondents was selected. Chi-
square (x2) test of independence and T- test fdependent large sample, (n> 30)
were used to test the hypotheses. The study rel/dade employees need effective
salary and wage administration to achieve high pcbodity in the civil service. If
effective salary and wage is put in place, supptatf can have a sense of financial
security and reliability of pay. This can make thdmtheir duties effectively hence
help the administration and management of timeclway result in implementation
of School programmes effectively. This eventuallgads to good academic
performance. The above reviewed study was carngdroNigeria but the present
study was done in Kenya among support staff in ipubécondary Schools and not

among civil servants.

Umoh et al (2014) study examined the effect of Faguctures on Continuance
Commitment in the Nigerian manufacturing industytotal of 357 employees were
randomly drawn from a population of 3386 employeésthe 31 manufacturing

companies in Nigeria. The instruments used for @atkection were questionnaire
and oral interview. The findings revealed that Bayctures is significantly related to
economic exchange and few alternatives. Based esethindings it was concluded
that Pay Structures has significant influence ontidaance Commitment. The above
reviewed study was carried out among employeesainufacturing companies but the

present study analyzed support staff in Secondeinp@s.

In Zimbabwe, salary adjustment upward or a trip veamd to play an important role
in determining the effective implementation of peniance appraisal system.
According to Machingambi, Mutukwe, Maphosa and Nepi (2013) who

conducted a survey study on performance managesgst&gm, monetary issues were
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found to be paramount in the performance managesysiem. The study further

established that teachers did not receive some @rperformance related rewards,
for example, salary rewards, proved to a challetogéghe success of performance
appraisal system. Machingambi et al., (2013) furtsablished that for any success
to be achieved, promised rewards must be paidltdeskerving teachers and when
they are due. Machingambi et al., (2013) suggettatthe government should be
committed to performance appraisal system by awgrtéachers who perform well

the related pay or bonuses.

A promised reward like salary increment upon adhgvsome targets is a

motivational practice. If this practice is offeram support staff, it makes them ready
to help students even outside normal working haBesurity is enhanced within the

school and any other duties assigned to them A&Bdhefforts may go a long way in
influencing students’ academic performance.

While a study by Machingambi et al., (2013) was merformance management
system in relation to rewards, the current study$ed on how the selected extrinsic
rewards like salary and bonding trips will influencacademic performance

specifically when offered to support staff and teaichers.

A study by Businge (2004) in Uganda on the effeftgovernment policies on Post
Primary Education made the following recommendatitém the government in its
report; the need for Government to increase eduutalti facilities, increasing

instructional materials, monitor crash Programmeéeathers, training and in-service
training of teachers besides remunerating teaghengerly for teaching extra load.
The current study differed from the study carrigdBusinge (2004) in many ways.

The previous study considered all Post Primaryittgins while the current study
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only considered public Secondary Schools. The ptevistudy was on Government
educators policies effects on education in poshary education while the current
study concentrated on influence of support stathrgaon Secondary Schools
academic performance. The current study was spemifithe support staff salaries

and not teachers’ salaries or pay for extra loagassin case in the previous study.

In Botswana, Bulawa (2012) conducted a study onntipgementation of performance
appraisal system in senior Secondary Schools. They srevealed that teachers
showed resistance to appraisal system due to fakkowledge on the importance of
appraisal system but the managers’ positive pemeptas due to anticipated benefits

of the appraisal system like extra pay and teardimg away from work station.

The study carried out by Bulawa (2012) focused eni® Secondary Schools as
opposed to the current study, which investigateblipisecondary Schools whether
senior or junior, or with varied enrolments. Thereat study therefore gave objective
and realistic feedback on influence of selectedivabbnal practices like salary and
bonding trips to support staff on academic perforcea Furthermore, the current

study focused on support staff as opposed to teaah&enior Secondary Schools.

In Kenya, Onyango (2015) conducted a study on ehgés facing implementation of
TSC Teachers performance appraisal system in p&eliondary Schools in Rarieda
Sub- County. The study established that TSC doé¢suse performance appraisal
system for any reward to teachers as recognitioaffoit shown. Onyango (2015)
further noted that appraisal system would motitasehers if it were rating result to
reward like salary adjustment to teachers. Theystudher revealed that Teachers
Service Commission (TSC) was not using Appraisatesy process for the purpose it

had intended like transfers, placement pay chamgemotion, separation and
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reprimand teachers therefore view in appraisalesysas a more formality whose

undertaking had no consequences in relation to pinefession.

While a study by Onyango (2015) focused on chabenig the implementation of
performance appraisal system, the current studysted on selected motivational
practices like salary, some extrinsic recognitiand their influence on academic
performance. In addition, Onyango (2015) used smphdom sampling to sample
Heads of Departments, the current study used ptiopat stratified sampling and

systematic samplings that were more representhénee gave objective information.

Abaja and Ochieng (2014) conducted a study on tleete of appraisal system on
employees’ productivity in supermarkets in Nakurenka and concluded that
workers should be given reward through offeringelynsalary adjustment after
appraisals. Abaja and Ochieng carried out a staayng supermarket workers only in
one town while the current study focused on suppgtaff of public Secondary

Schools spread out in two Sub-Counties.

Opondo (2013) analyzed the influence of the workingditions of support staff on
work performance on selected Secondary Schools ane® Sub County and
observed that lack of training, housing, low antk lpay and low motivation in
general affect performance of support staff. Latéow salary to support staff may
result into collusion with students in order to gtours from them hence increased

in discipline of students.

In addition, this may also result in absenteeisratmness of staff due to engagement
in other sources of income. All these drawbacks nmayhe end interfere with

academic performance of students. While the stagyed by Opondo (2013) looked
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at the influence of working conditions on work mermance in general and observed
that low and late pay in general are among somth@fconditions that influence
general work performance, the current study wasr@sted on how support staff
motivation influence academic performance. This weesgap that the current study
was meant to fill. The study also covered 2 Subrfiesa (Kisumu West and Seme)
with 68 Secondary Schools and had a greater pagermdf return rate expected from
respondents compared to the previous study which omdy carried out in Rarieda
Sub County with 34 Secondary Schools in Siaya Goudence the current study

gave more details.

Ongiri and Abdi (2004) carried out a survey on &rait performance in KCSE and
reported that many of the Country’s 4000 Secon&atyools had bad exam results in
KCSE and that there are only about 600 Schoolsethet| and if a student is not in
any of these Schools, she/he is not expected t@ geedible grade, hence need to
explore reasons for poor performance and bridggdps even through recognition of
academic success of students and teachers. Ondirhladi (2004) study focused on
KCSE results and not on factors that contributeniuence academic performance

that the current study analyzed.

Kaireria and Mutai (2014) carried out a study octdes affecting implementation of
performance Appraisal system in National Bank ohy@ They found out that salary
increment whether to departments, or individualsaiy form greatly affects the
implementation of appraisal system especially whkach rewards are given at a flat
rate thus failing to distinguish between performansl non-performers. The current
study therefore was carried out in public Second&gkools as opposed to a bank.

Furthermore, the current study focused on selettetivational practices to support
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staff like salary and bonding trips as extrinsicagnition or rewards as opposed to

rewards in general.

2.4 Relationship between Support Staff ProfessionaGrowth and Students’
Academic Performance in Public Secondary Schools

Gorddard and Raid (2006) define training as planngestvention that is designed to
enhance the determinants of an individual's jolfquarance. Training is one of the
important factors to employees’ motivation or dation in enhancing the growth
and development to the employees. They furtherrgbgbat if the training content is
more reliable and focused, it will then pave wayrfaximum resource utilization and
productivity. The formal training Programme proviéenployee with skills and
knowledge safe for the work place while the infaf training help up the managers
and employees to maintain and sharpen skills, Goddénd Raid, (2006). They
continue to observe that employers should giveleyesps opportunities to learn a
job and train for promotion and even cross-traintfas will show them that they are
not in a dead end job. This will also help keegrmthmotivated for future rewards and
opportunities. Employees appreciate the opportuaitgleveloping their skills and
knowledge without having to leave their workplacénternal training provides a
worker with expertise and motivation. In additioemployees can train other

employees on information they have learnt in a sami

According to Barret (2003), in-service training adlcation is one way of providing
motivation to employees. Barret adds that employeening increases skills,
technology and knowledge. Barret further asseréd the right employee training

provides a big pay off, productivity, contributi@amd loyalty and that it is related to
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skills which are seen necessary by management pdrigcular organization. This

leads to increased probability for the organization

Moreover, Barret asserts that the right employaeittg leads to big pay off and
increases employees’ loyalty. It is possible thatpert staff can be loyal and accept
extra hours in their areas of specialties likeha faboratory, library and exam offices

.This leads to good students’ academic performance.

Bernstein (2009) concurs that it is important foe temployee to be trained for
improved effectiveness in their jobs. Bernstein towes to observe that training
employee perfect their performance leading to e interest in the job and this
will result into motivated employees who are contetf satisfied and possibly
productive in their job. Bernstein (2009) obsertleat external training meant to
develop new skills and ideas enhances employeesvation. Bernstein further notes
that employee training helps them in reducing fat&in or anxiety that is brought by
work demands that they are not familiar with. Bezims (2009) further asserts that
when employees are motivated through training, teay to be more knowledgeable,

skilled, well experienced and dedicated.

Observation by Berstein (2009) can apply to supgt@iff in both external and internal
training offered to them for motivation. It is pdds that they can accept new
responsibilities to assist students upon acquinag skills. This can go a long in
improving students’ academic performance becauseinofeased interest and

commitment to their job.

Arduser and Brown (2004) observe that, when emgeyre not trained they feel

demotivated by the organization and this leadsigsatisfaction that may eventually
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lead to high employee turnover. Arduser and Bro®004) noted that training
enhances the employees’ knowledge and experieatastiessential to the changing
work environment. Further training is an importgrdart of corporate behaviour
because it not only enhances behaviour, but alsaldsoit according to the
expectations. In addition, they observe that gaatiérs motivate their employees

through training.

Arduser and Brown (2004) observed that motivatimough training and experience
reduces mistakes and employees who do not trainwloekers make them do more
mistakes. Welch (2006) observes that money, retiogni training, workers
gualification, attitudes, and experience are thgidtools required to motivate and
retain top performance. Sharma (2004) observesathafringe benefit attached either
to official or extra work has the effect of causitige individual sacrifice towards
work. Deci (2000) noted that motivation and welidgein the work organization
counts. In Wales and England, Secondary Schoolostipfaff felt less motivated with
their posts in general, their contracts and comaétiof employment and professional
development or growth available to them. A researatried out by society for
Human Resources Professional (SHRM 2007) in U.8dicates that the top five
contributors to adequacy of motivation were jobusigg, communication between
employee and senior management, benefits of flexilto balance work life issues

and feeling safe in the work environment.

In Britain it was observed that in-service trainipgpvided opportunity for growth

through training and development (Church, 2000n<gguently, all trained teachers
have a professional obligation to attend confergnseminars, workshops and other
learning activities, which can help contribute toe® growth and development
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(Robin, 2005). Conferences have proven to be viéegtere opportunities when they
are part of a teachers’ career growth (CampbeD320In-Service teacher education
shows clearly that the education of teachers doestop with the award of a degree,
diploma or a certificate at the end of initial iiaig (Harris, 2000). Harris observed
that a single course of pre-service teacher educatiowever long it takes and
however excellent it may be can no longer suffite tace of the many major in-

service training-taking place in education.

In U.S.A. studies carried out on motivational anelfare practices revealed that in-
service of training of teachers is based on tlseiagtion that a well-trained labour
force is labour productive (Lofasto, 2008). Lofag&908) carried out a study on
Training influence on managerial responsibiliti€se results indicated that in service
training provide employees an opportunity to regkaand therefore averting the
problem of burnt out. The study further revealedttheacher training does not
adequately prepare teachers for managerial redphiness and therefore, in service
training is necessary. Mullins (2002) posits thatnagement cannot achieve
remarkable results and therefore teamwork is ass@ige The current study was
different from the aforementioned study done byadstd (2008). This is because
Lofasto considered influence of in service trainiog managerial responsibilities
among managers while the current study considéredhfluence of support staff in-

service training in Secondary Schools on studetatdemic performance.

A research done by Guest (2004) in California Statehe influence of motivation
shows that employees’ work performance or proditgtig more heavily influenced
by the quality of motivation knowledge or welfareagtices put in place by the

management than the race, class, prior achieveorergcords of type institution.
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Bush (2003) carried out research on human resaueseagement in California State
and concurs with Guest (2004) that employees’ ecdrdEknowledge also influenced
productivity, for example, teachers who teach tlane subjects for long are
particularly effective. The study by Guest furtheweals that teachers who have
professional education training or pedagogy, predhigh student achievement in
various School activities than those who lack etlanal training. However, since the
teachers cannot attain full knowledge required rdutihe first training, in-service
training is recommended. While Guest (2004) carreedstudy on influence of
motivation and productivity in general in relatiots quality of motivation and
welfare practices in relation to retraining of teexs, the current study considered
influence of support staff and not teacher in-s@ntraining specifically on students’

academic performance and not general productivity.

Majority of support staff in Schools lack initiaktning and this is a major barrier to
professional development, Beason (2003). Blair1(20who contends that support
staff needs opportunities for training and careevetbpment to enable them to
progress and further contribute to School develapgreepports this argument. Njonje
further supports this and Nyangore (2010) obsetkast education and training are
needed to successfully run micro and small entsgpriThis is because entrepreneurs
with more education and training performed bethemtthose with lower levels of

education.

It was observed in United Kingdom that in-servicaring provides an opportunity
for growth through training and development, andsemuently all trained teachers
have professional obligation to attend conferensesjinars, workshops and other
learning activities, which can help in contributitm their professional growth and
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development, Church (2009). In Turkey, LablebicB0@ carried out a study on the
impact of work place environment on employees’ paiiyity in a bank. The study

revealed that the quality of environment like pesienal growth determines the level
of employees’ motivation and subsequent performaarwk productivity. Lablebics

focused on workers in the bank and work place enmrent in general but the current
study investigated the selected support staff ratbwal practices, professional
growth in particular and its specifically influenoa students’ academic performance

and not employees productivity in a bank.

Saud et al.,, (2017) examined the influence of cadmelopment on employee
performance in public sector, mediated by perceiwsghnizational support, work

motivation, and affective commitment. By analyzitige perceptions of 250 civil

servants in 15 regional branches of Ministry of dfice of Indonesia, and using
structural equation analysis with Smart PLS 2.0gpam, the findings reveal that
career development has positive direct influenc@enceived organizational support,
motivation, and affective commitment. However, eardevelopment has no direct
influence on performance. The indirect examinasbows that mediating variables
are perceived to have significant influence in rgjteening that relationship. The
above reviewed study was carried out in Indonesioray civil servants in the

ministry of finance unlike the present study, whveais done in Kenya among support

staff of public Secondary Schools.

In Britain Campbell (2003) carried out an investiga on teacher Education
Programmes which revealed that there were soméenlgals and shortcomings that
must be considered in the planning and implemantabf in-service education
programmes. Campbell (2003) found that the in-sereiducation programmes needs

organized funding system and continuous supply essgnnel for in servicing of
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educators. Campbell (2003) carried out a studyducta&ion programmes on teacher
education, but the current study focused on matmat practices to support staff
with professional growth as one of the independemtables and its influence on

academic performance in public Secondary Schodisarselected Sub —Counties.

In India, Cecil (2002) carried out an investigatiam funding of Education
Programmes. The investigation revealed that fimancin-service education
programmes is the most serious challenge partigulardeveloping countries. Cecil
(2002) further observed that facilities for in-deev teacher education are also
inadequate. Cecil (2002) however noted that in rotdeorovide efficient education
and training services, the capacity and skills w@iffsin the various offices and
organizations involved should be commensurate wightasks they perform. Cecil
(2002) investigation focused on funding of eduagafwogrammes, while the current
study focused on motivational practices and prodess growth among the support
staff and their influence on students’ academidgoerance in public Secondary

Schools.

Pillay, Dawood and Mahomed (2015) investigateddfifect of career advancement
on motivation in South Africa. The study employedccase study research design
where information was solicited using self-admigistl questionnaires. The findings
indicate that when asked whether career advanceimemiperative, the majority of

respondents indicated in the affirmative. In paitic, career advancement after
training was positively and statistically signifitly and related to environmental
factors. The finding indicated strong internal detency and reliability for the career
advancement after training portion of the questara) o = .839 (N=47). The

aforementioned study was carried out in South Aftat the present study was done

in Kenya and focused on influence of re-training saifpport staff on students’
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academic performance. Furthermore, this formerystadused on companies, while

the current studies focused on support staff ofipiecondary Schools.

Okuna (2010) and Maicibi (2003) separately cargtdlies on stafffhuman resource
management in general in Nigeria in relation to iw@iton. The current study did
differ from these studies because the current stfobyised on support staff
motivational practices influence on students’ acaide performance and not
management of the staff or human resource in geraranvestigation carried out in
Uganda by Businge (2004) on effects of governmeulicies on post Primary
Education made the following key recommendationthéogovernment in its report;
need for government to increase educational feaslit increasing educational
materials, monitoring crash programmes for teatda@ming and in service training of
teachers in addition to remunerating teachers xtraeteaching loads. The current
study did differ from that of Busenge (2004) whislas on the effect government
policies on Post Primary Education in general wihiie current study focused on
support staff motivational practices like in-seevitraining on students’ academic

performance.

Ssmugenyi (2006) in Uganda carried out a studytaffi slanagement practices and
asserted that every institution primarily needs ootted and dedicated staff that will
help the institution to meet its objectives. HoweVer the staff to be committed, a
conducive and satisfactory working environment, npodon and proper

communication channels are imperative. The findinggealed that motivational

practices or in-service to employees are one opthetices that provide a satisfactory
working environment. The current study did diffeorh the one conducted by

Ssmugenyi (2006) in Uganda because unlike Ssmug@0%6), it focused on the

46



influence of motivational factors like professiomgbwth and communication among

support staff on academic performance in Secon8enyols.

In Uganda a study by Businge (2004), investigatirggeffects of government policies
on post primary education made the following keyomamendations to the
government in its reports; the need for the govemmio increase educational
facilities including housing, increasing instructad materials, mounting a crash
Programme of teacher training and in-service tngniof teachers besides
remunerating teachers properly for teaching exdaald. While the study by Businge,
(2004) in Uganda was concerned with education st pomary levels, the current
study is different because it was specific on imrproent of selected motivational
practices like professional growth which was trda#s a specific objective and an
independent variable in the study hence gave muof@nhation on professional
growth as a support staff motivational practicepurblic Secondary School and its

influence on students’ academic performance in lkeny

In Uganda, Opolot (2008) researched on educationirastration in Kansanga and
asserted that government financial support hastlgredfected the provision of
quality education. In addition, Muindi (2012) fourtdat the issue of finance in
education sector in African countries has affectedleffort for provision of adequate
infrastructure, quality service to students andenvicing training of teachers. While
Opolot (2008) researched on education administratiogeneral, the current study
focused on motivational practices to support statl their influence on academic

performance.
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In 2006, Kenya recommended that Universities shatrategize on how to improve
the working conditions of support staff through psmon of the necessary
infrastructure or services such as computers, @8gace and furniture. These would
motivate them and improve their inter personal ti@eships between them,

administration and teachers which will eventuathprove academic performance..

Moreover, Oloo (2010) recommended that educatiakes$tolders such as parents and
School managers should source for funds by writprgposal and mobilizing
resources from well-wishers in order to improve aadional facilities and
instructional materials. In order to design effeetiprogrammes of in-servicing
Secondary School educators, it is necessary to matkeshort-term and long-terms
plans. This will ensure that in-service coursescmatinually evaluated and updated
using the information gathered and priority aredsntified. While Oloo (2010)
focused on teachers and their role in studentseroéc performance, the current
study was different because it focused on the psid@al growth of support staff for

example. The current study considered support sibg$.

Opondo (2013) carried out a study on the workingd@ons of support staff towards
work performance. Opondo (2013) views staff tragnas an organized procedure
through which one acquires knowledge or skillsdefinite purposes. Training aimed
at enhancing ideas, skills and attitudes that mapdrting on the employee (Republic
of Kenya, 2011). This is re-enforced by Bakhda @08ho observed that in-service
training refreshes the skills of professionals Ipglating them on new trends in the

profession.
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Human development of in order to meet current ahdnging job demands is
important. The main purpose of training is to razsenpetence as well as standards
with a view of helping and motivating employeesrteet their potentials (Republic of
Kenya, 2011). According to Makpocha, (2010) amolghe factors of production,
human resource appears to be the most importaaubeavithout human efforts, all
other factors are inept and this is why it is neaeg to train and retrain the staff in
any organization for better production. The curremidy was different from the one
carried out by Opondo (2013) because it coveredf®2Gounties with 68 Schools and
large study population. This study therefore gatemore details on the area of

study.

Ngala and Odebero (2010) carried out a study onvatain of teachers by head
teachers in Eldoret Municipality and found out ttrere exists a positive relationship
between teacher — motivation practice and pupilesement in Eldoret Municipality.

While Ngala and Odebero (2010) conducted theirysinén Urban Environment, the
current study was conducted in a rural setting. fOinmer study focused on primary
Schools and teachers while the current study fatuse the relationship between
support staff and not teachers, motivational pecasti and students’ academic

performance in public Secondary Schools.

Wamalwa, (2010) in Kenya carried out a study on &mesource management and
recommended that in order to strengthen the capeabibf human resource involved
in the discharge of education services, there éslte expedite the decentralization of
education services and deploy senior and experemsanagers to lower level

structures.
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Similarly, the capacity and programmes of Kenya dation Management Institute
(KEMI) should be expanded to provide in-servicenirg to all heads of education
and training institutions and other personnel imedl in the various aspects. Sifuna
(2006) added that the course should be held rdgdtarboth inspectors and teachers.
The current study was different from the one cdrioeit by Wamalwa, (2010) on
human resource management which was general buttuhent study focused
specifically on support staff in relation to therofessional growth and students’
academic performance in public Secondary Schodlreot teachers and education

managers.

Aboga (2018) conducted a study on relationship betwPrincipals’ leadership styles
and motivation of support staff in public Second&ghools in Nyamira County in
Kenya. Aboga (2018) recommended regular relevaiseimice courses for support
staff and Principals in order to maximize motivatizvith an emphasis on Human
Resource Management and interpersonal relationdhiple Aboga (2014) study
focused on the relationship between Principalsdéeship styles and motivation of
support staff, the current study focused on pradess growth specifically on support
staff and their influence on students’ academicfgoerance. Emphasis on
motivational geared towards enhancing interpersaglationship that was suggested
by Aboga (2018) could enhance teamwork among stigpaif. Re-training support
staff could also make them more knowledgeable & wéh students professionally.
Aboga used purposive and random stratified sampthiethods to collect data from
the respondents, the current study used propottistratiied and systematic
sampling methods that made sure every categorglund@® in terms of enrolments is
catered for hence objective information due toilarépresentation of all categories of

Schools was gathered.
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Mwashila, (2018) studied the influence of careeveligoment on academic staff
performance in Kenyan Public Universities in thea§toRegion. The study adopted a
descriptive survey research design of which thgetapopulation was the 577 full
time academic staff in the three Public universitie Coast region. A Five Point
Likert Type Scale questionnaire was used to colieichary data for the study. The
guestionnaires were then coded and responses adakgmg the Statistical Package
for Social Sciences (SPSS). Pearson’s Product Mb&errelation Coefficient was
used to determine the relationship between caresteldpment practices and
academic staff performance. The study found out areer advancement had
significant influence on academic staff performamc&enyan Public Universities at
the Coast Region. This reviewed study was done gneomployees of a University
but the present study focused on support staff @no8dary Schools particularly

support staff and not academic staff.

Kakui, and Gachunga (2016) study sought to deterntime effects of career
development on employee performance in the Pubtitos with reference to National
Cereals and Produce Board. The study adopted atescsurvey. There was a total
of 200 employees at National Cereals & Produce @derad office in Nairobi.
Sampling frame consisted of employees working bteakls of management. The
study revealed that on job training influences pleeformance of an employee by
expansion of key competencies and job specificatieads to motivation, reduces
intimidation, provides additional skills knowledgad capabilities and employees are
able to network. The above reviewed study was edrout among employees in the
public sector at the while the present study wasedamong support staff in public

Secondary Schools in 2 sub-counties.
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Diriye, (2016) study sought to establish the peseeirelationship between career
development and employee commitment and engageraenNairobi County

Government. A descriptive survey research designadapted. The target population
was 443 employees at Nairobi County government. Tesearcher used a
guestionnaire as the primary data collection ims&mt. Descriptive statistics involved
the use of absolute and relative (percentages)udémzies, measures of central
tendency and dispersion (mean and standard daviagpectively). The study found
that career development practices (career plannamching, counseling and
mentoring) greatly affected employee commitment ardjagement at Nairobi
County Government. The study reviewed investigaatployees of Nairobi City

Council but the present study analyzed support istaifiral areas of public Secondary
Schools in Kisumu West and Seme Sub-Counties. Theemt study used

guestionnaires and interview schedules as toolsaantked approach designed.

2.5 Relationship between Support Staff Recognitiokfforts and Students’
Academic Performance in Public Secondary Schools

There are several ways of appreciating your emgleysuch as greetings and
attaching thanks notes in their paychecks (MC Cbr2®®6). Managers should
understand basic theories of motivation to helpnthenderstand how to motivate
employees (Judge & Church, 2000). Sharma (2004grebs that any fringe benefit
attached either to official or extra work or a sighrecognition has the effect of
increasing individual efforts towards work. Thimncaso apply to support staffs such
as lab assistants and secretaries who in turnfisasrtheir time and this goes a long
way in improving students’ academic performance.ldvg2006) observed that

money, recognition, training, workers qualificatiaititudes and experiences are the
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basic tools required to motivate and retain topggoerance. Olaya (2011) notes that to
maximize employees output, they need to be confitartat both work and home to
minimize stress and stressors. According to Thon(8062) posits that trust is one of
the most vital elements in the recognition and tgweent of a productive work

environment. Thomson (2002) maintains that trustidates security and confidence

and that it is a perquisite to innovation, cre&iand good communication system.

Shazia Khan, Tayyaba Zarif and Bilgees Khan (20fh¢gstigated the efficacy of
recognition-based rewards on employees' motivatiobe efficient and effective on
the job as compared to usual incentives partiquthe monetary ones. A close-ended
guestionnaire was used to infer the relation betwse@pervisors' recognition and
employees' performance, their desire to remain Wighorganization, and their long
term effectiveness in within the organization. Adldm Towel Industries (Pvt.) Ltd.
Karachi was selected for the study whereas sangdeo$ 100 employees was opted
for. The effect of supervisory recognition on enygles was examined using chi2
inferential test. the statistical results showeal tGhi-Square 27.5 is more than the
tabulated value of 9.488 and at 1% level of sigaifice and DF = 4, the statistical
results again showing that Chi-Square 27.5 is rtiae the tabulated value 13.277. In
both the cases, it was found that when recognitiased rewards are increased it
creates positive impact on employees' performal¢ben recognition efforts to
support staff are increased, they can frequently thee students, hence students can

improve their academic performance.

Shariful, Alshahani, Ahmed, Saceed, Sahabuddin Akigr (2014) analyzed the
impact of employees’ recognition on their contribatto the organization, with

special reference to the service industry. Thearebedesign has been a descriptive
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research by using the prepared questionnaireidrstiivey the number of sample was
only 109. Regression analysis has been used tstigaee the impact of employee
recognition, as a factor, on their actual contidouto their organizations. Results of
this study shows that the relationship between eyga contribution and appreciation
is significant withp=0.5970=0.001). The result further indicates that the ctican of

the associations is positive in which it implieattthe more the appreciation is given

to the employees, the possibility of them to pareaif recognition will be higher.

The study conducted by Ong and Teh (2012) on rewgstiem and performance
within Malaysian commercial banks found that mdshe commercial banks provide
both monetary and non-monetary rewards; adoptionresfard system is not

influenced by age and size of the organization. Jtaey however, found a negative
relationship to exist between extrinsic rewards dmhncial performance of

organizations and intrinsic rewards are positivelated to financial performance of
organizations. Quresh, Zaman and Shah (2010) in Bakistan in cement industry
found that there is a direct relationship betwermirgsic rewards, intrinsic rewards
and the employees’ performance. The study alsodfdbat recognition techniques
(approaches) used in cement factories are goodhtBormaximum performance of
employee’s. The support staff for example. cooks lwarecognized extrinsically and
intrinsically, this could motivate them to meet did@es of meals preparations and
save time so that lessons start in time hence wpgahe academic performance of
students. This study is relevant but different frim current study as the latter is
dealing with target population of support staffS8acondary Schools in Kenya, while

the former examined factory workers.
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Aktar, Sachu and Ali (2012) examined the impact retcognition, learning
opportunities, challenging work, advancement, artdresic rewards (basic salary and
performance bonus) on employee performance in svelsmmercial banks of
Bangladesh as is in this study. The study fount ¢hah factor within both extrinsic
and intrinsic reward was a highly significant factahich affects employees’
performance. In contrast, the study conducted lsmé&en, Farooq and Asghar (2013)
on the impact of rewards on organizational perforoeain Pakistan revealed that
there exists insignificant and weak relationshiptwleen salary, bonus and
organization performance. However it found thatréhexists moderate to strong

relationship between promotion and organizatiorigoarance.

Olurotimi et al., (2016) examined employees’ peticgals of recognition and
appreciation among Telekom Malaysia (TM) employeas Melaka and the
psychological influence it has on their job satsfan, performance, productivity, and
commitment towards the organizational goals. Thiueas been positively affirmed
that every human being like to be recognized andesgated because it is an innate
aspiration. Conversely, even though there is ngtlsomplex about recognition and
appreciation, studies has found that these itemsist@ntly receive the lowest ratings
from employees. Furthermore, research conducted savenany eras constantly and
consistently discovered that people care abouttfaatment, thus, recognition and
appreciation of employees must be done appropyiaet timely in order for the
program to be effective and efficient and achiesgefull objective and set goal of
motivation. The above reviewed study was among eyagls in telecommunication
sector but the present study was done among sugpafft in public Secondary

Schools.
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In his study on job satisfaction in universitieglward (2009) identified the factors
that measure job satisfaction of faculty memberstvilo major universities in

Malaysia. The conclusions drawn from this study tha, the major source of job
satisfaction for Malaysia faculty members are shdwrbe institution policy and

salary. According to his study, the relevant sosimiedissatisfaction are interpersonal
relations, recognition, responsibility, supervisitime work itself and overall working

conditions. While Edward (2009) carried out a stumy job satisfaction in two

universities, the current study focused on infleenaf selected support staff
motivational practices on academic performance lwhscmore specific hence the
study gave detailed information in the consideregaaof study. Furthermore the
former study focused on university workers whilee tburrent study focused on
support staff in public Secondary Schools, the farstudy only took into account 2
universities for the study while the current stuzhnsidered 24 public Secondary
Schools in 2 sub-counties hence gave good repedsass in number of institutions

considered for the study.

Mbah, Mgbemena, Ejike and Daniel (2016) study exaochithe impact of effective
reward system as a tool for employee performanceiviih service using Anambra
state civil service as case study. As a surveygdesin item structured instrument
developed by the researcher to reflect such opagrstrongly agree, agree, disagree,
strongly disagree and undecided popularly refetoeas the modified five (5) points
Likert Scale, was used to elicit information frotretrespondents. Out of the 1481
senior civil servants identified through the nonhinal of various ministries at the
state secretariat, Awka Anambra state, 315 wasnastd as the sample size.

Statistical tools considered most appropriate f@lyzing the data generated from the

56



fieldwork were Pearson correlation coefficient amdiltiple regression analysis.
Findings from the study shows that pay reward amdesnon-financial rewards of
employee recognition, conducive work environmentd ataff development are
positively and significantly related to employeerfpanance in civil service. The
above reviewed study was quantitative in nature iblacked a qualitative aspect
which could have provided participants feelings axgeriences. Thus, the present

study adopted a mixed methods approach.

Bradler, Dur, Neckermann, and Arjan (2011) conduicte field experiment in a
natural working environment. More than 400 studevese hired for a three-hour job.
Participants worked individually on a data entrgktan groups of eight. It was
reported that the provision of recognition to albrkers in a group increases
subsequent performance. In contrast, scarce regmgnhat is only provided to the
best performers in a group raises subsequent psafare substantially. Remarkably,
workers who did not receive recognition were resfae for this performance
increase. These results are consistent with wotkavsg preferences for conformity
and being reciprocal at the same time. In additimorthless rewards have a
statistically significant impact on performance.lime with conformity models that
predict that subjects adjust their performanceawespond to average performance,
this effect is larger when there is a relativelgianumber of recipients. It is possible
that support staff can be recognized in groupsef@mple. kitchen staff, this could
make them work hard as a team to beat deadlinpsephiring meals and cleaning in
the kitchen and dining hall. This could go a longywin improving students’
academic performance because all lessons carpsbanptly hence syllabus coverage

is done in and on time. The above reviewed study deae among students hired for
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3 hours while the present study was done amongosupiaff who are employees of

public Secondary Schools.

Norida, Oluorotimi, Shonubi, Rahman and Hamid (904tidy examined previous
literatures on employee intrinsic motivational tast and using those studies as
background knowledge for this present study on eggas perception of recognition
and appreciation and the influence it has on tar satisfaction, performance,
productivity and commitment towards the organizatigoals and objectives.
Recognition and appreciation which can also bemedeto as intrinsic motivation are
basic psychological process, therefore, becomigigifssance and inevitable to every
human. However, this present study aims to utiéiaevey research method, vast of
the constructs that was used in this study wasatipealized using previously-
validated and originally developed measures witthelior no modifications where
necessary to suit the present research contexictGtal equation using modeling
technique was also be utilized to find the leveinffluence of recognition and as well
as the level of appreciation towards TM employgeb satisfaction and performance.
The above reviewed study was from different findinmlike the present study which

was empirical in nature.

In Turkey, Leblebics (2009) carried out a studytba impact of work place quality
on employees productivity in a bank. The study ad»@ that the quality of
environment like recognition in a work place deter®s the level of employee
motivation, subsequent performance and productivibe current study was carried
out in 24 public Secondary Schools and not amongkeve in one bank like the
former study conducted by Leblibics (2009). Thespra study therefore gathered

objective information.
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Kube, Michael and Puppe (2012) in their study reggbithat non-financial gifts are
more effective at increasing worker performancentfinancial ones. In contrast to
that study, we provide recognition that has no nmeltealue and vary its scarcity.
Moreover, we provide recognition for a job well @oafter some time of working,
while Kube et al. (2012) provide gifts at the staftthe job, in our treatments with
scarce recognition, it is provided conditional astpperformance, which is another

important departure from most gift-exchange studies

Amoatemaa and Kyeremeh (2016) examined employesgmné@mon, its benefits and
the various types of employee recognition program&hanaian universities. It is
thus, recommended that management of Ghanaian ratiee should commit
credible resources to the design and implementabbnemployee recognition
programs to yield the needed outcome. From theofngg the most effective ways to
motivate employees to achieve the desired goateeobrganization involve creating
an environment with strong, respectful and suppertielationships between the
organization and employees and a focus on genuipeessions of appreciation for
specific employee achievements, service milestonasd a day-to-day
acknowledgement of performance excellence. Aboveeweed study was carried out
among employees in Ghanaian universities unlikeptiesent study which was done

in Kenyan support staff in public Secondary Schools

In Nigeria, according to Ademokoya (2006), recogmif trust, training and
motivation are prerequisite in a congenial workiegvironment and that School
creates a working environment that stimulates peodty by constantly giving
proper recognition to support staff for proper wogk environment. Amedokoya
further observes that recognition demonstrates dmaployer needs to appreciate
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employee’s contribution and continues to note tlegbgnition motivates people to
volunteer their services. Ademokoya asserts thagirecognitions stimulates people
to use their creativity to achieve the group orgations goal and objectives. On the
other hand Deci (2000), is of the opinion that wipgople are publicly praised for
their contribution and achievements, others areemalling to work at the same job

because they also can expect recognition.

It can be possible for support staff if recognitedbe motivated hence volunteer their
services. The support staff working in the exanicefand laboratory can offer their
services to work extra hours to help teachers disiom and even create extra lessons
hence timely syllabus coverage and consequentlyangment of students’ academic

performance.

In Malawi, Mulwa (2010) conducted a study on bebawf workers in an institution
in the country and the findings revealed that woskeould be more ready to give a
second thought and cooperate with those who pramssene kind of immediate
materials or fringe benefits including recognitiotian those who promised them
some better future. While Mulwa conducted a stutlypehavior of workers in an
institution, the current study was conducted imR#lic Secondary Schools hence the
information obtained was more objective and repriege. The current study
considered students’ academic performance as andapevariable and not behavior
of workers as a dependant variable. Furthermore, diarent study considered
selected motivational practices like recognitiofoe$ to workers and not all possible

practices which can influence behavior of workertheir work place.

In Zimbambwe reward in any form of salary adjustingsward or a trip was found to

play an important role in determining the effectingplementation of performance

60



appraisal system. According to Machingambi, Mutukwéaphosa and Ndofirepi
(2013) who conducted a survey study on performam@eagement system, monetary
issues are paramount in the performance managesystem. The study further
established that teachers did not receive some @drperformance related rewards
having achieved set target, proved an obstacleetsuccess of performance appraisal
system. Machingambi et al., (2013) further establis that for any success to be
realized, promised rewards must be paid to all ese teachers and when they are
due. Machingambi et al., (2013) suggested thagtwernment should be committed
to performance appraisal system by awarding teackbp perform well the related

pay or bonuses.

Promised rewards can apply to support staff, ifythee fulfilled support staff can
closely work to implement the School academic prognes but if not they will be
demotivated and this may negatively influence stigleacademic performance.
While a study by Machingambi et al., (2013) was merformance management
system in relation to rewards, the current studsused on the selected extrinsic
rewards like salary, bonding trips and recognitefforts and students’ academic

performance specifically when offered to suppaffsind not teachers.

Olembo (2010) in his study on management of Edopati Tanzania asserted that
the performance or productivity of workers towaadsieving the common objectives
and goals of the institution will increase if thepplar welfare practices like free
meals to staff and recognition efforts are put lecce. The former study was carried
on management of education in relation to perfogaan general while the current
study focused on motivational practices offeredstpport which is an aspect of
management of education. The current study thexejathered detailed information
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on management of support staff through selectedivatmnal practices on

management of motivational practices like recogniefforts.

Kikoito, (2015) examined the impact of recogniti@ystems on organizational
performance in commercial banks in Mwanza city, Zeama. The study used
descriptive research design, which incorporatech kspiantitative and qualitative
approaches. The study surveyed 65 employees froee tommercial banks (CRDB,
NBC and NMB) in Mwanza City, using self-administ@rguestionnaire. It also
interviewed selected employees. The data was ahlysing descriptive statistics
and data presented as frequency distribution tadodelshistograms. The findings of
this study showed that the three commercial bamikdwanza city offer both extrinsic
(salary, bonus and promotion) and intrinsic (praisecognition and genuine
appreciation) rewards to their employees. Howether results found that employees
were not satisfied with the current reward packagebsalary level was viewed to be
too low and did not reflect cost of living in Mwaazity. While in former study based
on employees of 3 commercial banks, the presentséaton support staff employees

of 24 public Secondary Schools.

In Uganda, Semugenyi, (2000), in his study on stafinagement practices,
ascertained that every institution primarily needenmitted and dedication staff that
will help the institution meet its objectives, howee for the staff to be committed, a
conclusive and satisfactory working environmentiisecessity. In his findings, he
emphasized that provision of welfare service to leyges is one of the practices that
provide a satisfactory working environment. Whilen&ugenyi (2000), focused on
staff management, the current study was specific setected support staff

motivational practices which are aspects of staffnagement. The current study
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therefore gathered more information in the managenoé the staff through the

selected motivational practices like recognitioiog$ to support staff.

In Kenya, Onyango (2015) conducted a study on ehg#ls facing implementation of
TSC Teachers performance appraisal system in p8eloondary Schools in Rarieda
Sub- County. The study established that TSC do¢suse performance appraisal
system for any reward to teachers as recognitioaffoit shown. Onyango (2015)
further noted that appraisal system would motivasehers if it were rating result to
reward like salary adjustment to teachers. Theysfudher revealed that teachers
service commission (TSC) was not using Appraisatesy process for the purpose it
had intended like transfers, placement pay chamgemotion, separation and
reprimand of teachers, therefore view appraisatleaysas a mere formality whose

undertaking had no consequences in relation to pinefession.

While a study by Onyango (2015) focused on chabenig the implementation of
performance appraisal system, the current studysted on selected motivational
practices like salary and some extrinsic recogngtiand their influence on academic
performance, Onyango (2015) used simple random lgagnpp sample Heads of
Departments, the current study used proportiomatied and systematic sampling

which are more representative hence gathered olgdanformation.

Njoroge, (2011) investigated the relationship bemvesward system and civil service
motivation in the government ministries. This waslescriptive survey. The target
population of this study was 43 human resource gamant in the government
Ministries. The research used census design. Tudy stsed primary data collected
using self-administered questionnaires to carry thet study. Analysis was done

guantitatively and qualitatively by use of desauetstatistics. From the findings, the
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study concludes that the ministries use non-moynetawards, monetary rewards and
performance contingent rewards. The study dedukat the ministries use salary
increment and promotion, which are fairly appliedall employees. The study also
concludes that rewards affect motivation of empéogad hence the performance of
the ministries and foster co-operation within aistity hence improved performance.
It also revealed that the ministries use socialarela, internal equity, individual
equity and external equity all of which have a greffect on employee motivation.
The above reviewed study was done among employe#seipublic sector but the

present study was done among support staff in p@gcondary Schools.

In Kenya, Wichenje (2011) conducted a study on humegource challenges of head
teachers in public Secondary Schools in Kakamega Bigtrict. The study revealed
that limited training and lack of recognitions atellenges of support staff. Lack of
recognition of support as a challenge for Head heec as observed by Wichenje
(2011) may as well demotivate support staff formregke. Kitchen staffs, librarians,
secretaries lab assistants may fail to meet thallidea for implementation of
academic programmes hence negative influence alemstsi academic programmes.
The current study differed from the one carried lbytWichenje (2011) because it
focused on specific motivational practices as opgds the general human recourse
challenges for Head teachers, it therefore gaveemietails on the selected
motivational practices and their influence on studeacademic performance in the

sampled public Secondary Schools.

Mureithi (2011) did a study on Kenya Public Univees noted that there are no
guidelines for qualifications of support staff. popt staff complained that they were
seldom considered for opportunities for staff depetent. In addition Mureithi

reports that the non-teaching staff were ignored w@are grossly underpaid, saying
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“support staff enter the service at job group “Aldaretire at job group “A”, a bursar
enters with certified public Accounting qualificais at Job Group “G” and retires at
the same job group. The report by Republic of Kef@06) looked at conditions of
work of University employees in general. The cutretudy did differ because it
focused on selected motivational practices of stpgiaff like recognition efforts and

their academic performance in public Secondary 8isho

Abaja and Ochieng (2014) conducted a study on w®ffe€ appraisal system on
employees productivity in supermarkets in Nakuruny&eand concluded that workers
should be given reward or recognition through afigtimely salary adjustment after
appraisal feedback. Abaja and Ochieng carried owtualy among supermarket
workers only in one town while the current studgused on support staff of public
Secondary Schools spread out in two sub-countiéshahin a town hence covered a

wide area and resulting into objective feedback.

In Kenya, Ongiri and Abdi (2004) carried out a ®yon academic performance in
KCSE and reported that many of the Country’'s 40@@o8dary Schools had bad
exam results in KCSE and that there are only ab00t Schools that excel and if a
student is not in any of these Schools, she/heti®xpected to get a credible grade,
hence need to explore reasons for poor performanddridge the gaps even through
recognition of academic success of students irouManway as a motivational practice.
Ongiri and Abdi (2004) focused on KCSE results aotl factors that contribute or

influence academic performance as was embracetebgurrent study and specially
the contribution of support staff to academic perfance because of selected

motivational practices like recognition efforts amyoother practices.
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Kiplangat (2014) carried out a study on causes air pacademic performance in
Kericho County, Kenya. The study revealed that afing to the students, low
academic achievement and low motivation like inaég recognition are some of
the causes of poor performance on their side. Te¥adisted motivational orientation
as one of the causes of poor academic performdipkngat (2014) study was on
causes of poor academic performance amongst studenhthe current study focused
on academic performance but in relations to mabwal practices offered to support
staff like recognition efforts and not recognitiah students in relation to their

performance in Kenya Certificate of Secondary Etlana

2.6 Relationship between Support Staff PromotionaDpportunities and

Students’ Academic Performance in Public Secondar§chools

Promotion plays a crucial role in staff developmamd enhancement of performance.
Promotion in any organization is aimed at influegcihe achievement level as people
work effectively and efficiently to be promoted (bhgesa, 2007). Scott (2003)
observes that happy workers behave positively amd productive and further
suggests job satisfaction indicator of good treatmenhich include incentives like
appraisal and promotion. This reflects how wellaganization performs. Sharma
(2004) observes that any fringe benefit attachégeeito official extra or work or
promise of promotion has majorly in effect of caugsihe individual sacrifice towards
work. It is possible that a promised promotion sugport staff or an individual make

them sacrifice towards work hence improvementsuwdents’ academic performance.

Welch (2006), adds that money, recognition, trajnimorkers qualifications, attitudes
and experience are the basis tools required tovatetiand train top performance.

This is pointed out as well by Olaya, (2011) whaygests that to maximize
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employees output, they need to be comfortable &t Wwork and home to minimize
stress and stressors. Udin, Sani and Martono (2@i8)stigated mutation and
promotion system and its relation to employee fati®n and job performance of
West Kalimantan Immigration Office. This study uskbcriptive qualitative research
approach with Explanatory Research. 50 people weaken as sample using
judgmental sampling method only to employees wheetzeen transferred. Data was
collected through questionnaires and analyzed ysatly analysis model. The results
indicated that there is a significant influencepodbmotion on job performance. The
data diversity was explained using path analysigdehof 62.2%, while the rest was
explained by other variables not included in theded@nd error. The above reviewed
study was quantitative in nature but it lacked aligative aspect which could have
provided participants feelings and experiences.sThie present study adopted a

mixed methods approach.

Saharuddin, (2016) examined job satisfaction andaleoas a mediator of the
relationship between the promotion and compensatitin productivity as well as
reviewing the moderating effect of job satisfactenmd morale variable. It examined
91 employees at the Department of Water and MinResdources Energy of North
Aceh district. The analytical tool used is pathlgsia using SPSS. The results show
that the variables of promotion and compensatiom I[sggnificant and positive impact
on job satisfaction, morale and work productivigh satisfaction has significant and
positive impact on work productivity; and moralestsgnificant and positive impact
on work productivity. The variable of job satisfact and morale mediate exogenous
variables with partially endogenous variables. Hifect of promotions on work
productivity through job satisfaction of 0.308 X303 = 0.096 (9.6%). The effect of

promotion (X1) to job satisfaction (M1) is 0,308)(8%). The above reviewed study
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was quantitative in nature but it lacked a qualieaaspect which could have provided
participants feelings and experiences. Thus, tresgmt study adopted a mixed

methods approach.

A study carried out in India by Daljeet and Dalhand(2001) on factors influencing
motivation and job satisfaction at work in a cemiedustry of Chhattisgarh revealed
that three variables namely; environmental stressveork conditions, organizational
factors like fair promotional opportunities and beioural factors like adequate
authority, salary and supervisors have a positiygaict on motivation of workers. A
fair promotion given to workers may encourage supgkaff in different departments
to do their best at individual levels in their aveaf specialties for example.
implementation of academic programmes where thegiply interact with students
who may give feedback about their performance sdamics. This may result into
one’s promotion. The current study focused on $eteemotivational practices like
promotional practices unlike Dalvinder (2000) whaonsidered factors influencing
motivation and job satisfaction in general. Thenfer study focused on workers in a
cement factory while the current focused on suppbaff in public Secondary

Schools.

Naveed, Usman, and Bushra, (2011) investigatedhehgiromotion can predict job
satisfaction or not in employees of glass industryahore, Pakistan. Four glass
companies were selected using proportionate sédtibtndom sampling. A total 200
guestionnaires were administered through humanuresomanagers, out of which
156 filled in questionnaires were received back #meh the data analyzed. The
analysis shows that promotion has a modest andiy@siffect on job satisfaction.

Thus the results show that promotion is a predictojob satisfaction. The above
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reviewed study was done among employees of glakssiry but the present study
was done among support staff in Kenyan in publicoBdary Schools. The former
study only used questionnaire structure to colldata, the present study used

interview as well hence gauged responses fromibstluments of data collection.

A research carried out by Leblibics (2009) in Tyrlen the impact of work place
environment and employees productivity in a bankeated that, quality of

environment with promotional opportunities in a wqace determines the level of
employees motivation, subsequent performance aaduptivity. Leblibics (2009)

focused on impact work place quality, which comséis all factors in work place that
impact positively, or negatively on an employeea’sductivity while the current study
focused on specific work conditions related moiadl practices like promotional

opportunities.

Mustapha and Zaizura (2013) study determined thigueince of promotion
opportunity on job satisfaction among lecturers foaur Public Universities in
Kelantan, Malaysia. Sample was selected througtemsysic random sampling and
data was collected from 320 lecturers using seatfiatstered questionnaire. The
result indicated that there was a positive sigaificrelationship between promotion
opportunity and job satisfaction. Organization dHogonsider this variable in
promoting satisfaction among employees in ordeetain their best brain. The above
reviewed study was done at university level amauogurers unlike the present study

which was carried out in Kenyan Secondary Schaoisrey support staff.

Herzberg (1968) analyzed work place environment emckaled that if working

conditions are not conducive, hardworking employa®® can find job elsewhere
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leave, while mediocre employees would stay and comjse practices of success.
Line (2007) concurs with Herzberg by asserting tbabd working conditions
satisfies employees and can determine their pedocen While Herzberg (1968) and
Line (2007) focused on working place conditions immment and in relation to
satisfaction, dissatisfaction, or performance inagal, the current study focused on
the influence of selected motivational practicdse lpromotional opportunities on
specifically on academic performance and not satigfn or dissatisfaction in

general.

Koppensteiner, (2017) study in Brazil reported thtier the adoption of automatic
promotion in treatment Schools, the difference leetwtreated and control Schools
almost completely disappears. The effect of autanpabmotion is much smaller for
the top two quantiles and not statistically sigrafit, yet still negative and non-
negligible in magnitude. This paper examines tlecef automatic grade promotion
on academic achievement in 1,993 public primaryo8tshin Brazil. The adoption of
automatic promotion leads to a decrease in testescof 6.65% of a standard
deviation. Almost the entire fraction of the out@uwriginates from the pre-treatment
difference between control and treatment Schodie ifiverse u-shaped distribution
of effects is consistent with the interpretatiorttté estimates as disincentive effect of
automatic grade promotion, such that the treatraatt is largest for students left of
the centre of the distribution close to the assumtie promotion threshold and
smaller for high performing students that are wilikto be retained. The above
reviewed study was done in Brazil primary Schoaold aot Kenya where the present
study was done among support staff in public Seagn&chools with reference to

their influence on promotion on students’ acadepeidormance.
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Katumile (2002) in a study on the impact of fringenefits on performance of
workers in Botswana observed that fringe benefits @ source convenience to
employees work. If fringe benefits like promotiore eoffered to workers, it will

motivate and make them come to School early andeamprently accomplish the
School programme in time hence improvement in dadamic performance. While
Katumile carried a study on the impact of fringandfes in general performance of
workers, the current study focused more specifioati the influence of motivational
practices like promotion which was treated as aomabjective of study and at the
same time the current study focused specificalloport staff in public Secondary

Schools.

In Republic of South Africa, Lovel (2005) in hisudy on management of education
in Johannesburg observed that equity is one opthiples of provision of social

welfare. Lovel (2005) further observes that a Stipoimcipal should deal impatrtially

and equitably with all individuals and groups. Tgrencipal must avoid showing any
favoritism to particular people or department inediort to enhance social welfare as
indicated by Borland (2009) in a study of staff eleypment practice in Sandton,
Johannesburg, South Africa. Brainbridge (2003) selvithat an administrator should
intend to raise the quality of life of all peopladadepartments through equitable
distribution of resources and services, while Bul2009) carried a study on staff
development practices, the current study was diffebbecause it was specific on
promotion specifically as one of the selected stidf/elopment practices hence
gathered more information on promotion among ofber independent variables on

academic performance.
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A study carried out in Nigeria by Origin (2004) @nomotion of teachers by the
Ministry of Education established that the practemntributes towards increasing
teacher job satisfaction. It is a way of rewardpegpple for their effort and service,
adds Adebayo (2011). Musaazi (2002) concurs wighviews but in his study of job
satisfaction in educational institution in Abujaubfazi (2002) added that promotion
helps to boost the morale of teachers and motivtaera to work harder in their jobs.
Still in Nigeria a research done by Maicibi (20@8) human resource management
confirmed that all institutions depend on humaroueses or workers and other non-
human resources when brought together, can matgpolher resources towards
realizing institutional goals and objectives. Oku(®2010) on a study of staff
management asserted that a motivated human resouraak in real terms is the
epicenter of a success of an organization. Owqgl2aB07) carried out a study on
policymaking and education policy in Nigeria andawled that the quality of human
resource has a high correlation with the level guodlity of institution performance
and productivity. It therefore follows that evenstitution should strive to attract and
retain the best of human resources by offering lbbst welfare and motivational
practices like promotion that will motivate workeascording to Yara (2003). The
current study did differ from the one carried oyt ®wolabi which focused on
policymaking and education policy. The current gtddcused on motivational
practices like promotion of support staff and naligy making and educational
policy, which are general or wide.

Nwude and Uduji, (2013) study was undertaken tatiieways of improving the job
performance of the health workers in the federacheng hospitals in Nigeria. A
sample of 560 health workers was chosen purposiltelyas revealed that the model

relationships are significant. This indicates tbat its own, an intense desire for

72



promotion will not motivate a health worker to agter effort. The above reviewed
study was done in Nigeria focusing on health waskaut not in Kenya as was the
case of the present study focusing on support stgftiblic Secondary Schools. The
current study did differ from the one carried oyt ®rigin (2004) in Nigeria on

effects of promotion of leaders by the Ministry Bflucation on job satisfaction
because it focused on the influence of motivatiactdrs like promotion of support

staff on academic performance and not teacherssatisfaction.

In Nigeria, Ademokoya (2006) conducted a studyrdluénce of working conditions
on the performance of sign language interpretatiod teachers of deaf students in
Oyoo state. The study sample was 81 interpretetdeacthers who were purposively
selected from same Secondary Schools for deaf #sid€he findings revealed that
poor working conditions like delay in promotion,dasalary payment, unattractive
office and housing have significant adverse infeeean working performance of both
teachers and interpreters. The study further rede#that hours expected to work,
arrival wage and job security play a vital roletive association between health and

work related performance of both teachers andpnégers.

Late delay in promotion can apply to support staffich may influence students’
academic performance because the kitchen staff laheassistants and the staff
processing in the instructional materials may getdtivated or work reluctantly
leading to failure to beat the deadline set for lemgentation of academic
programmes. Peter (2016) assessed the impact ahopfion to employees’
performance at Dar es Salaam City Council of Talszahcase study research design
was adopted for the study to allow an investigatoncerning the implementation of
promotion practice, the relationship between proomoand employee’s performance

and its implications towards employees’ performange sample of 150 was
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employed. Primary data from the study were colkkctesing self-administered
guestionnaires and interview guides. The reseaiodinfjs have shown that
promotion has impacts to individual and organizaioperformance as it induces
motivation, good performance, good relations ancreased remunerations. The
findings of study indicate that there were impacts non-adherence to promotion
procedure which affects individual performance aganization such as poor
performance, accumulated promotion, poor relatems labour turnover. The above
reviewed study was done out among employees ofcoitycil in Tanzania, but the

present study focused on support staff in Kenyadilip&econdary Schools.

The current study differed from a study by Ademakay that Ademokoya carried
out a study among sign language interpreters aachéss of deaf students while the
current study was carried out among support stafbeécondary Schools in Kisumu
West and Seme Sub-counties. Furthermore, the dusardy used stratified
proportional sampling and systematic sampling whach more representative and

hence gave detailed information.

In Nigeria, Ozigi (2004) in a study on promotion tefachers by the Ministry of
Education established that the practice contribtd@srds, increasing teacher’s job
satisfaction. It is a way of rewarding people faeit efforts and services Adder
Adeyemi (2011). Musaazi (2002) concurs with thewsvs, but in his study of job
satisfaction in education institution in Abuja addbat promotion helps to boost the
morale of teachers and motivates them to work mandiaeir job. While Ozigi (2004)
carried, a study on promotion of teachers, theerurstudy was different because the
study did not only considered promotion, but alsscognition, professional
opportunities, salary structure and bonding tripsretivational practices to support

staff and their influence on academic performangeairticular.
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In Uganda, Semugenyi (2000) who carried out a sardgtaff management practices
observes that every institutional primarily needsimitted and the institution to meet
its objectives, however, and a satisfactory workengironment is a necessity. In his
findings, he emphasized that provision of welfageviees to employee is one of the
practices that provide a satisfactory working emwment. While Semugenyi (2000)
focused staff management practices in generalctient study narrowed down on
motivational practices, which were aspects of stethagement practice. The current
study was therefore more detailed especially inivabonal practices like promotion

as an aspect or example of staff management peactic

Olembo, (2010) in his study on management of etlutah Tanzania asserted that
the performance or productivity of workers towaagsieving the common objectives
and goals of the institution will increase if thepplar welfare practices like free
meals to staff and the other opportunities areippiace. Olembo (2010) carried out
a study on management of education in relationeidopmance in general while the
current study focused on motivational practices fkomotion offered to support staff
which is an aspect of management of education.clinent study therefore gathered
detailed information on management of staff throgglected motivational practices

like promotional opportunities.

In Kenya, a study carried out by Ngala (2010) ortivation of teachers by Head
teachers and its influence on pupils academic aement in primary Schools in
Eldoret, concluded that teachers appreciate a ssinfieal career and promotion that
allows them to grow and thus a positive acadenfiuence on academic achievement
of pupils. Ngala (201) observed that promotionezchers allow them to grow. This
is applicable to support staff since their promotaind consequent motivation may

make them grow, thus the lab assistants, secrgtddiehen staff and accountants/
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bursars may readily work hard in areas where tlsag@mically interact with students
expecting more promotions hence influence on stisd@academic performance. The
current study did differ from the former one be@auts was carried out in rural
Schools where resources for motivation are wantbegides that, the study was
carried out in primary Schools while the curreneomas carried out in Secondary

Schools in rural areas and mainly among majorlysupstaff and not teachers.

Mureithi (2011) reported on Kenya Public Univeesstiby members of parliament,
Republic of Kenya (2006) and debate on the plighsupport staff in Schools and
noted that there are no guidelines for qualificadiof such workers and that head
teachers do not allow non-teaching staff to joiadé& unions. Support staff
complained that they were not considered for stigifelopment. Mureithi (2011)
reports that support staff were grossly underpamj that a support staff enters
service at Job group “A” and retires at Job groAp ‘a bursar enters with Certified
Public Accounts qualifications at Job group “G” arires at job group “G”. The
report by Republic of Kenya (2006) looked at coiodis of university employees in
Kenya as well, however, the current study focused sapport staff in public
Secondary Schools and the relationship betweemtsdlenotivational practices like

promotion opportunities offered to support staffi @cademic performance.

Kimutai and Atieno (2018) on transfer, promotiordappraisal of teachers reported
that Sossion (2018) of Kenya National Union of Teas (KNUT) observes
“Teachers Professional Appraisal Development (TPAMI appraisal is a salary
system, which must be abolished and teachers plarig those who have new and
higher qualification must get promotion.”According Kimutai & Atieno(2018),

Sossion (2018) further asserts that teachers hgpesed a plan that will force them
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to undergo training at their own cost so that thay be considered for promotion.
The trade unionist further notes that under theamtdngement of promotion, all non
graduate teachers in job group G would progressugir automatic promotion to Job
group L and those promotions were effected everye&rs and based on annual

appraisal. The teacher could also move from Jobmtoto N through interviews.

Macharia (2018) asserts that under the new arraegeail teachers will be required
to undertake modular training in selected institosi, which will issue certificates that
will guide TSC on promotion. Teachers will takenirag for each of the six modules.
TSC developed modules will cost between Kshs. 7@@0XKshs. 12,000 but the
Sossion (2018) wants teachers to be promoted forggback to class. However,
Teachers Services Commission Secretary Machari8)2sists that job evaluation
report conducted by the School and Remunerationmiiesion be the guide, that is a

teacher be paid according to the work that she/ldeing.

While Kimutai and Atieno (2018) reported on opiniabhout TSC policy transfers,
promotion and appraisal of teachers, the currardystvas concerned with selected
support staff motivational practices, promotiongdportunities being one of the

practices and their influence on academic perfoo@am public Secondary Schools.

Onyango (2015) conducted a study on challengesdachplementation of TSC

Teachers performance appraisal system in publior®ey Schools in Rarieda Sub-
county. The study established that TSC does nopedermance appraisal system for
any reward to teachers as a recognition of effuotv. Onyango (2015) further noted
that appraisal system would motivate teacherssifr@ting result to reward like salary
adjustment to teachers. The study further revetidatiteachers service commission

(TSC) was not using Appraisal system process ferpirpose it had intended like
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transfers, placement pay change, promotion, separand reprimand of teachers,
therefore view appraisal system as a formality whashdertaking had no

consequences in relation to their profession.

Onyango (2015) notes that appraisal system amaomgriéchanisms of identifying

hardworking teachers for placement and promotidris Thay be applicable to support
staff who may be appraised based on their effartassist students do their best in
academics. Such staff may be identified for proorotly the management. While the
study by Onyango (2015) focused on challenges ie tmplementation of

performance appraisal system, the current studysted on selected motivational
practices like promotion, professional growth amatiers and their influence on
students’ academic performance, Onyango (2015) ssefdle random sampling to
sample Heads of Departments the current study msgabrtional stratified sampling

systematic sampling which are more representatieacén obtained objective

information.
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CHAPTER THREE
3.0 RESEARCH METHODOLOGY
3.1 Introduction
This chapter covered research methodology by fagusn the research design, the
area of the study, study population, sample andoBagntechniques, instruments for
data collection, reliability and validity of instments, data collection procedures and

finally data analysis.

3.2 Research Design

According to Van Wyk an€arbonatto, (2018), a research design is the overall plan
for connecting the conceptual research problemthéopertinent (and achievable)
empirical research. For the present study, the @oact Triangulation design was
used. The Concurrent Triangulation design is witlie mixed methods approach.
This study adopted mixed methods approach, whicludled both quantitative and
gualitative methods. Mixed methods begin with tlesuanption that investigators
gather evidence based on the nature of the questiohtheoretical orientation.
Quantitative methods are ideal for measuring péreasss of ‘known’ phenomena.
Qualitative methods allow for identification of preusly unknown processes and
explanations of why and how phenomena occur andrange of their effects
(Creswell, 2014). Typical reasons for use of mixedthods were that researcher
sought to view problems from multiple perspectitesenhance and enrich the
meaning of a singular perspective. The researclseraanted to contextualize the

information, to take a macro picture of a system aed information.
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Triangulation refers to a combination of method@sgin a study of the same
phenomenon (Creswell, 2014). In this design theegfdoth quantitative and
gualitative data are collected and analyzed as#mee time of the research study. The
researcher therefore gave equal priority to bothmpmnents. This involves
guantitative and qualitative data collected phasksre priority should be equal but
can be given to their approach. This design waseamdor the present study because
it assists to merge quantitative and qualitativéada develop a more complete
understanding of a problem, to compare, validatériangulate results; to provide
illustrations of context for trends or to examinegesses/experiences along with

outcome.

3.3 Area of the Study

This study was carried out in public Secondary 8o Kisumu West and Seme
Sub Counties. Kisumu West Sub County borders Kistast to the East, Emuhaya
and Gem Sub Counties to the North and both Sub t@suborder Lake Victoria to
the South. Both Sub — Counties borders Vihigah® North West. Seme borders
Rarieda and Bondo Sub Counties to the West. Theb2Cdunties cover a total area
of 403.1knf. The population of Kisumu West and Seme Sub Cesntias 230,051
according to 1999 Population census, (Kisumu Weasl &eme Sub Counties
Development plans 2008 -2012). The population wagepted to be 260,958 by
1915. The Sub Counties lie within longitude 335’ E and 3520’ E and latitude
15’ S and 040’ S (Kisumu West and Seme sub counties Developmians 2008 —
2012). Within the two Sub — Counties are largeleated settlements which include
Maseno, Kombewa, Holo, Riat, Kiboswa, Otonglo amalé nucleated settlement like
Chulaimbo, Darajambili, Lela, Kisian, Kolenyo, Dagod Kit Mikayi along Kisumu

— Kisumu, Bondo and Kisumu Busia tarmac roads. Mestiements are scattered.
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Two main sources of income in this region is fighamd farming apart from small

scale enterprises involving animals, grains, fisti assorted goods in shops.

The area of study which includes the Kisumu West 8ame Sub — Counties have
been chosen for the study because of two main measbhe Schools use a lot of
resources on motivational practices like bondimgstand awards or offers to support
staff yet good academic results are still a chgbem most Schools (Educational
Office Kisumu West Sub County 2015), besides theSQAKisumu West confessed
their office holds no information on support staff Schools. (Kisumu West Sub —

County office (2015).

3.4 Study Population

There are 68 public Secondary Schools in Kisumut\&ied Seme Sub-Counties. The
study population consisted of 544 participants =timg) of 68 Principals, a total of 68

head of security officers, 68 laboratory assistari8 Board of Management

chairpersons, 68 Director of Studies, 68 head ofases and 68 head of kitchen
departments and 68 bursars. The study populatienceasidered appropriate for the
present study because the accurate informatiomppost staff motivational practices

could only be obtained from them.

3.5 Sample Size and Sampling Techniques

The sample is selected in such a way as to en$ate certain sub-groups are
represented in the sample in proportion to themiper in the population (Kombo &
Tromp, 2006). The advantages of this method aredha will be to represent not
only the overall population, but also key sub gews the population. Stratified

sampling results are more reliable and detailed{&mw, 2014).
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Proportional stratified sampling was used in théec®ns of the respondents
involved in the study. The technique of the sangphlvas used because the 2 Sub-
Counties are divided into 4 divisions as shown he table 3.2. This ensured
proportionate representation of the population esiac proportion of Schools was
selected from each division depending on the nurab&chools in that division. The
study population consisted 68 Principals, 68 Ba#rtlanagement chairpersons, 68
Director of Studies and 272 support staff who hesetsurity, laboratory, kitchen and
academic/secretariat departments. Support staffitbad different departments are

also referred to as support staff H.O.Ds.

A minimum of 30% of the population is consideregresentative according to
Mugenda and Mugenda (2005). Thirty five percenthef study population from the
Board of Management, Principals, Director of Stadid support staff heads from
the different sections or departments in the Scin@k involved in the study. Stage
one in the sampling procedures involved selectibmepresentative Schools from
each division. This process involved the stradiiien of School according to
enrolment in each division. It also considerepresentation or sampling 35% of
Schools from each division for the study. The dons are as shown on table 3.
Hence a list of all the public Secondary Schoold @ireir enrolment in each division
was prepared. Systematic sampling was used toifigéime 35% of the School to be
considered for the study in each of the 4 divisionthe two sub-counties. The table

that follows the sample size of the study.
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Table 2: Study Population and Sample Size

Suk- Study Populatior Sample Siz

Counties

Division Pri BOM SEC KIT LAB SCR DOS BUR |Pri BOM SEC KIT LAB SCR DOS BUR

Kisumu Masen: 15 15 15 15 15 15 15 15 5 5 5 5 5 5 5 5
Wes Otonglc 10 1C 1C 10 1C 1C 10 10 4 4 4 4 4 4 4 4
Nyaher: 9 9 9 9 9 9 9 9 3 3 3 3 3 3 3 3
Sem Kombew: 34 34 34 34 34 34 34 34 12 12 12 12 12 12 12 12
Total 4 68 68 68 68 68 68 68 68 24 24 24 24 24 24 24 24
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3.6 Instruments of Data Collection

The major instruments used for data collectiontfiss study included questionnaires and
interviews schedules. Each questionnaire comprafedpen-ended and closed-ended
guestions. Open-ended questions also enabled Hearoher to get information on
preference and beliefs of the respondents. Questites were used for data collection
because they enabled the researcher to gathemiation from a large number of
respondents within a limited time (Gay, 2002) Is«gpport staff, Principals and DOS in
24 Secondary Schools. It is most commonly used odetihen respondents can be
reached and are willing to co-operate. Questiorsa@iso enabled the researcher to get
responses that some respondents would feel shyvéoig a face-to-face interview
(Fraenkel & Wallen (2009). Questionnaires were iatstered to support staff heads of

sections or departments, Principals and directo&wlies.

The interview schedules were administered to theddor of Studies, School bursars and
the chairpersons of Board of Management of theedspge Schools. Interviews helped
solicit more detailed information from the respomde as it gave the researcher
opportunity to probe the respondents for more méttion (Tromp and Kombo, 2006).
This is supported by Kendall (2008) who states thegrviews provides context where
participants can ask for more clarifications, efalion on ideas and explain perspectives
in their own words. Berg, (2009) who says intengeallow greater flexibility to explore
new areas of unfamiliar ideas that a participard feported on further supports this.
Interviews was also be used to gauge the consistefcthe responses from the

guestionnaire on the same items.
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3.6.1 Support Staff Questionnaire

Support staff head of departments’ questionnairesisted of 6 parts. Part | consisted of
general information, part Il made inquiry on sugpstaff bonding trips and students’
academic performance, part Il did sought inforimaton relationship between support
staff salary and students’ academic performanag,lgalid seek information on how in
the opinion of support staff department, professigrowth and academic performance.
Part V consisted of questions requiring suppofff stagive information on recognition
efforts given and students’ academic performancart R/ was on promotional
opportunities and students’ academic performanbe. questionnaire was administered
to 960 support staff from the selected Schools pp@hdix C). The response format
consisted of a 5-point Likert Scale: Strongly Agré@A), Agree (A), Neutral (N),

Disagree (D) and Strongly Disagree (SD).

3.6.2 Directors of Studies Questionnaire

Directors of Studies questionnaire consisted ofaftsp Part | consisted of general
information, part Il made inquiry on support sthtinding trips and students’ academic
performance, part Il did sought information oratednship between support staff salary
and students’ academic performance, part IV dit sgermation on how in the opinion
of support staff department, professional growtk aacademic performance. Part V
consisted of questions requiring support staffit@ gnformation on recognition efforts
given and students’ academic performance. Partad @n promotional opportunities and
students’ academic performance. It administere@4Directors of Studies and forms
appendix D. The response format consists of a Btjudkert Scale: Strongly Agree (SA),

Agree (A), Neutral (N), Disagree (D) and Stronglig&yree (SD).
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3.6.3 Principals Questionnaire

DOS questionnaire consisted of 6 parts. Part |istath of general information, part Il

made inquiry on support staff bonding trips andishus’ academic performance, part IlI
did sought information on relationship between swppstaff salary and students’
academic performance, part IV did seek informatbonhow in the opinion of support
staff department, professional growth and academeiformance. Part V consisted of
guestions requiring support staff to give inforroation recognition efforts given and
students’ academic performance. Part VI was on ptiomal opportunities and students’
academic performance. The questionnaire was adered to 24 Principals from the
sampled public Secondary Schools. The questionfaines Appendix E. The response
format consists of a 5-point Likert Scale: Stronglgree (SA), Agree (A), Neutral (N),

Disagree (D) and Strongly Disagree (SD).

3.6.4BOM Chairpersons Interview Schedule

The BOM chairpersons’ interview schedule consistéd parts. Part | consisted of
interview questions which did sought responses eationship between support staff
bonding trips and academic performance, part llstidght responses on staff salary and
academic performance in public Secondary Schodst Bl did seek responses on
support staff professional growth and studentsdapdc performance and part 1V did
seek information on recognition efforts and acaderperformance and finally
promotional opportunities and academic performandes interview schedule was

administered to 24 BOM chairpersons. (Appendix F).

86



3.6.5 Director of Studies Interview Schedule

The DOS interview schedule consisted of 5 partg IR@onsisted of interview questions
which did sought responses on relationship betwseport staff bonding trips and
academic performance, part Il did sought respormesstaff salary and academic
performance in public Secondary Schools, part idl seek responses on support staff
professional growth and students’ academic perfoomaand part IV did seek
information on recognition efforts and academicf@anance and finally promotional
opportunities and academic performance. This irdarschedule was administered to 24
directors of studies. The D.O.S co-ordinates witpport staff who prepares or process

exams in the academic department in the selecteah8ary Schools. See Appendix G.

3.6.6Bursars Interview Schedule

The bursar interview schedule consisted of 5 pBudst | consisted of interview questions
which did sought responses on relationship betwsaeport staff bonding trips and
academic performance, part Il did sought resporwesstaff salary and academic
performance in public Secondary Schools, part idl seek responses on support staff
professional growth and students’ academic perfoomaand part IV did seek
information on recognition efforts and academicf@anance and finally promotional
opportunities and academic performance. This irganschedule was administered to

24School bursars. The interview schedule forms Agpel.
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3.7 Validity of the Instruments

It is important to determine the validity sinceeftlects the extent to which the instrument
measure was accurate (Orodho, 2009a). Oswald& P2a@6), defined face validity as

the degree to which an instrument appears to meaguat it claims to measure. Validity

determines whether an instrument is measuring whatrequired to measure or target
(Creswell, 2005). The instruments considered wetestonnaires and interview

schedules. Kombo and Tomp (2006) assert that waladiinstruments shows how well

the instruments measures what it is supposed tsurea

Harber et al., (2003) reports that if questionrsaaee to produce meaningful results, then
it should be valid. According to Mugenda and Mugen@005), validity is the accuracy
and meaningfulness of influences, which are basedsearch results. To attest this, the
items in the questionnaire was made simpler arahgad from simply to complex. For
this particular study, the researcher presenteddta collection instruments to two
experts in the Department of Educational Admintgiraand Management, JOOUST for
perusal to establish the content construct and fedility of the instruments. The
suggestion or advices of the experts were incotpdrto produce the final documents.
Feedback from the pilot study also informed theaesher on which questions to drop or

re-state/reframe to collect valid data.

Although pilot study was done to improve externalidity of the instruments, internal
validity of the constructs was tested by subjecthrggsurvey data to suitability tests using
the Kaiser-Meyer-Oklin measure of sampling adequ&aiyO Index) and the Bartlett’s
Test of Sphericity. This internal validity of thertstructs was tested for each sub-scale,

as summarized in Table 3.
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Table 3: KMO and Batrtlett’s Test of Internal Validity

Subscale Kaiser-Meyer- Bartlett's Test of Spherici

Olkin (KMO index)  Approx. df Sig.
Chi-Square

Support staff bonding trips 812 330.715 15 .000

Support staff salary satisfaction 734 278.234 15 001

Support staff professional growth 842 351.351 15 .000

Support staff recognition efforts 814 252.169 21 .000

Support staff promotional opportunities .851 248.37( 15 .00C

Source: Survey data (2018), SPSS Analysis

The results of the Kaiser-Meyer-Oklin measure eonglang adequacy (KMO Index) and
the Bartlett's Test of Sphericity for each subsaaflehe questionnaire are presented in
Table 3. Kaiser (1974) asserts that the Kaiser-M@Jdin measure of sampling
adequacy index ranging above 0.6 is of adequagenialt validity. The Bartlett’'s Test of
Sphericity on the other hand relates to the sigaifce of the study and indicates the
validity of responses obtained in relation to tmelglem that the study seeks to address.
Creswell (2014) observes that Bartlett's Test oh&jzity test statistic should be less

than 0.05.

In the current study, the value of Bartlett's teESphericity was significant (g 0.001)
for all the subscales of the questionnaire. In t@aldi the Kaiser-Meyer- Olkin indexes
were all > .6 which is a threshold for a sufficiemternal validity. Creswell (2014) asserts
that if the Bartlett’'s test of Sphericity is sigondnt, and if the Kaiser-Meyer-Olkin
measure is greater than 0.6, then condition of @ategnternal validity is met. Given the
results of the validity tests met these conditiahsmplies that questionnaires were of

required validity levels and data collected werigedlle for inferential analysis.
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3.8Reliability of the Instruments

Reliability is the degree to which the result isnsistent and accurate over time,
represents that target population, and checks whétle results can be replicated under a
similar methodology (Joppe 2014). Reliability isteasure of the consistency of the
instrument in eliciting similar response every titte instrument is utilized (Orodho
2012). Gakuu (2013) observes that reliability is @mstrument’s readability,
understandability and general usefulness. Throulgiing, item vagueness, omissions

and ambiguity are uncovered (Frankel & Wallen, 2009

Mugenda and Mugenda, (2003) defines reliabilityaaseasure of the degree to which a
research instrument yields consistent results tar after repeated trials, this concurs with
Orodho & Kombo, (2002) who states that a test-teteshnique which involve
administering the same instrument twice to the sgroep of respondents after a time
lapse between the first test and second test wi# @ clue on the reliability of the
instruments used for the study. This also concuth Wasomo, (2006) who defines
reliability as how consistent a research procedurmstrument is. Gupta (2007) notes
that a sample size of at least 10% of the populasoadequate for piloting in a social
scientific research. The researcher used 10% ¢appately 7) of the Schools in the two
Sub — Counties for pilot study for establishing takability of the instruments. The test
and retest was used. The test was administeretietcsame respondents twice in 7
Schools at an interval of two weeks. The 7 Schaals not be involved in the study. The
test — retest method was aimed at identifying tlagomproblems (ambiguous items that

might have gone unanswered), instruments defi@asncand suggestions for
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improvement. The items soliciting irrelevant answevere corrected to avoid miss-
interpretation on the final documents. A reliapiltoefficient of r = 0.6 was considered

appropriate for the instruments according to Kat(004).

Besides the use of split-half to establish religbihdex, the internal consistence of the
items in each subscale was measured. The mostastatest of inter-item consistency
reliability is Cronbach’s alpha coefficient. Jop{2914) noted that internal consistence
defines the degree to which an instrument is drear, reliable and consistent across time
and across the various items in the scale. HeheeCtonbach’s alpha coefficient test
was used to measure the internal consistency dh#tieiments. The reliability for multi-
item opinion items were computed separately fortlal five subscales in the support
staffs’ questionnaires and the coefficient alphdhefe variables were reported in Table

4.

Table 4: Internal Consistency: Cronbach’s Alpha Resultsthar Questionnaire

Scale No. Cronbach’s Cronbach's alpha based on
ltems alpha standardized items
Support staff bonding trips 6 .897 .898
Support staff salary satisfaction 6 .652 .667
Support staff professional growth 6 .905 .906
Support staff recognition efforts 7 .834 .833

Support staff promotional
N 6 .856 .852
opportunities

Source Author (2018),SPSS Analysis.

Table 4 reveals that all the sub-scales met theined) level of internal consistency of
reliability, with the Cronbach’s alpha values ramgifrom a low of 0.652 (support staff

salary structure) to a high of 0.905 (support spaifessional growth). These findings
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were in line with the rule of thumb proposed by rkal & Wallen (2009) that; a
coefficient of 0.60 is an average reliability whdeefficient of 0.70 and above indicates
that the instrument has a high inter-item consstaeliability standard. The Cronbach’s
alpha for all the subscales reveals that the instnis had adequate reliability for the
study. Deleting any of the items in the subscaleslé/not result to further increase in
Cronbach’s alpha, that is, it would not cause improent in the internal consistency. It
was also noted that all items correlated with titaltscale to a good degree. Hence, the
guestionnaires were generally suitable for datdecttbn because they adequately

measured the constructs for which they were inténdeneasure.

3.9 Data Collection Procedures

The Board of Post Graduate studies, JOOUST auttbrdata collection thereafter
NACOSTI gave the permit to collect the data. Arraductory letter was also obtained
from the sub-county Directors of Education offiadter which the questionnaires were
distributed to the sampled Schools. A researclstass was trained to help in data
collection which took place with a period of 1 w8eks before collection for analysis.
The interviews were conducted using audio tapethattime of collecting filled in
guestionnaires. The interviews were conducted utrées to avoid interference within
the offices, to ensure confidentiality and to hawdifferent environment. Each interview
lasted for a period between 45 minutes to 1 hdure whole process of data collection

took 4 months.
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3.10 Data Analysis Techniques
3.10.1 Quantitative Data Analysis
Quantitative data analysis included presentatidnboth descriptive statistics such as

frequency counts and percentages while inferestidistics included Pearson Correlation
measures. Quantitative data was analyzed with ithefaStatistical Package for Social

Science (SPSS) version 24.0. The Pearson Cormel@oefficient was used to ascertain
the relationship between independent variablesdapeéndent variables. Refer to table 5

on gquantitative data analysis matrix below.
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Table 5: Quantitative Data Analysis Matrix

Research Hypotheses
Variable

IndependentDependent

Variable

Statistical Tests

Null Hypotheses

H.o1. There is no statistically significantSupport staff
relationship  between support staftonding trips
bonding trips and students academic
performance in public Secondary Schools

in Kisumu West and Seme sub counties.

H.o2: There is no statistically significantSupport staff
relationship between support staff salagalary
structure and  students  academfiructure
performance in public Secondary Schools

in Kisumu West and Seme sub counties.

H.os: There is no statistically significantSupport staff

relationship  between support staffrofessional
professional growth and  student@©oWth
academic  performance in  public

Secondary Schools in Kisumu West and
Seme sub counties.

H.os: There is no statistically significantSupport staff
relationship between support stafecognition
recognition efforts and students acadenff&orts
performance in public Secondary Schools

in Kisumu west and Seme sub counties.

H.os: There is no statistically significantSupport staff
relationship  between support stafromotional
promotional opportunities and studenf@Portunities
academic performance in Kisumu west

and Seme sub counties.

Students
academic
performance

Students
academic
performance

Students
academic
performance

Students
academic
performance

Students
academic
performance

Descriptive
statistics
(percentages and
frequencies)
Pearson
correlation

Descriptive
statistics
(percentages and
frequencies)
Pearson
correlation

Descriptive
statistics
(percentages and
frequencies)
Pearson
correlation

Descriptive
statistics
(percentages and
frequencies)
Pearson
correlation

Descriptive
statistics
Pearson
correlation
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3.10.2 Diagnostic Tests

The study checked the suitability of the data @téd for correlation and regression
analysis. This was done through testing the assangof; normality, multi-collinearity,

independency, heteroscedasticity and homoscedsgstici

3.10.3 Normality Test Results

Normality of the data was tested with formal tesing Kolmogorov-Smirnov and

Shapiro-Wilk tests, as shown in Table 6.

Table 6: Tests of Normality of the Data Set

Kolmogorov-Smirno% Shapiro-Wilk
Statistic df  Sig. | Statistic df  Sig.

Staff Bonding Trips 094 88 .051| .970 88 .057
Salary satisfaction .091 88 .068| .976 88 .098
Professional Growth 108 88 .043| 970 88 .052
Staff Recognition Efforts 067 88 .200 | .983 88 .297

Staff Promotional opportunities .098 883 .056 | .971 88 .067

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

Initial tests on the variables indicate violatioh rmrmality by the variables of “staff
bonding trips” and “professional growth”; henceedh two variables had to be
transformed first to remove skewness that was @bdein the original data. Normality
tests in Table 6 shows the results after transfooms Although the Normality test
results in Table 6 shows both Kolmogorov-Smirnov§)Kand Shapiro-Wilk (S-W) test
results, this study used the S-W to interpret tbemality of the variables. Creswell
(2014) recommends that Shapiro-Wilk’'s test shoudd used for small and medium
samples up to n = 2000. Shapiro-Wilk is comparabléhe correlation between a given

data and its corresponding normal scores, with SV when their correlation is
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perfectly normal. This means that a significanpy.05) smaller S-W than 1 imply that
the normality is not met. Hence, the data is nonwtan Shapiro-Wilk (S-W} .05. It is

evident from Table 6 that all the variables follmermal distribution given that there
were no statistical significant differences noted any of the variables with their

corresponding normal scores.

3.10.4 Test of Assumptions of Multi-Collinearity
The study sought to investigate whether the datanméi-collinearity assumptions. This

was done to find out whether there is one predictorable in the multiple regression
model that could be linearly predicted from the esthwith a substantial degree of
accuracy. Leech, Barrett and Morgan (2005) asbkattrhulti-collinearity is excessively
high level of inter-correlation among the indepeamtdeariables, such that the effects of
the independent variables on the dependent var@anieot be easily detached from each
other. Although correlation matrix is usually usexd investigate the pattern of inter-
correlation among all the variables, Leech, Bametd Morgan (2005) observed that use
of correlation matrix to indicate signs of lackrotilti-collinearity among the variables is
not adequate. Hence, this study assessed the collitiearity assumption by examining
tolerance and the Variance Inflation Factor (VIRble 7 shows SPSS output indicating

tolerance and Variance Inflation Factors.
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Table 7: Tolerance and Variance Inflation Factor (VIF) S¢its

Model Collinearity Statistics
Tolerance VIF

Staff Bonding Trips .598 1.672

Salary satisfaction 411 2.435

Professional Growth 784 1.275

Staff Recognition Efforts .696 1.436

Staff Promotional opportunities 522 1.917

a. Dependent Variable: Students Academics Perfaztenan

Tolerance is the proportion of variance in the pted that cannot be accounted for by
the other predictors. Therefore, a small valuedatdis that a predictor is insignificant,
and tolerance values that are less than 0.1 mawireedurther investigation. The
variable’s tolerance is 12Rwhile VIF is its reciprocal. Hence, a variable ogk VIF
value is greater than 10 may also need to be iigatetl. A small tolerance value
indicates that the variable under consideratioalnsost a perfect linear combination of
other independent variables already in the equati@hthat it should not be added to the
regression equation. From Table 7, it is evideat @ollinearity conditions were met,
given that each of the variables had adequateatuter (tolerance value > .10) and
Variance Inflation Factor (VIF <10), indicating ththere was no violation of multi-

collinearity assumptions which is a requirementrfauitiple regression analysis.

3.10.5 Test for Independence of Observations
Another assumption of multi-regression is that txservations are independent. This

assumption is that the observations in the sampdeiradependent from each other,
meaning that the measurements for each samplecswsgin no way influenced by or

related to the measurements of other subjectsDlinkein Watson test was used to check
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if the assumptions of regression that the obsematiare independent were met, as
indicated in Table 8.

Table 8 Test of Independence: Model Summary

Model R R Square  Adjusted R  Std. Error of the Durbin-Watson
Square Estimate
1 377 142 .090 1.06788 2.025

a. Predictors: (Constant), Staff Promotional oppaties, Staff Bonding Trips,
Professional Growth, Staff Recognition Efforts,&8wglsatisfaction

b. Dependent Variable: School Academic Performance
Oso and Onen (2009) indicate that if there is ntoaurrelation (where subsequent

observations are related), the Durbin-Watson si@atshould be between 1.5 and 2.5.
Table 8 shows that the Durbin-Watson statistic.322 which is between 1.5 and 2.5,
implying that the data was not auto-correlated,icathg that the assumption of

independence was not violated.

3.10.6 Heteroscedasticity and Homoscedasticity
The study investigated the assumption of heter@stmity and homoscedasticity, which

describe a situation in which the error term is #@ne across all values of the
independent variables. Creswell (2014) points loat if a model is well-fitted, then there
should be no clear pattern to the residuals platgainst the fitted values. If the variance
of the residuals is non-constant then the resigaghnce is said to be heteroscedastic.
This study used graphical method to show this HWiing residuals versus fitted

(predicted) values, as shown in Figure 2.
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Scatterplot

Dependent Variable: School Academic Performance
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Figure 2: Scatter plot of standardized residuals against déadized predicted values

Heteroscedasticity is implied when the scatteraseven; fan and butterfly shapes are
common patterns of violations. Figure 2 shows thatpattern of the data points formed
almost pattern less cloud of dots indicative of beoedasticity. Therefore, the

assumption of homoscedasticity, which refers toaégariance of errors across all levels
of the independent variables, was not significantiglated. This means that it was
assumed that errors were spread out consistentlyeba the variables, indicating that
the variance around the regression line was theeSmmall values of the predictor

variables.
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3.10.7 Qualitative Data Analysis
Quialitative data collected by open-ended sectidtiseoquestionnaire and interviews was

analyzed on content on the on-going process asahasisub-themes emerged.
According to Braun & Clarke, (2006), qualitativeadysis is a method of identifying,
analyzing and reporting patterns (themes) withitad®ualitative research allows for
open discovery and documentation of personal petispeand views, which focuses on
participants, perception and experiences and wdysnaking sense of their lives
(Creswell 2014). This therefore made qualitativprapch also appropriate for the study.
The researcher transcribed all the information tapecorded during the interview. The
analysis of the interview data followed a simplifi&#ersion of the general steps of
thematic analysis psychology as described by Br&u@larke (2006). Analysis also
helped in familiarizing with the data in order tetghe general sense and the overall

meaning of data.

Generating initial codes, coding can be definethasprocess of organizing the material
into chunks or segments of texts before giving nmato information Creswell, (2014).
These segments were then be tabled with termgidsatribe the data on different levels
of notion.

- Searching for themes by sorting onto the differemdles into potential themes

(Braunk& Clarke 2006).
- Reviewing themes by setting clear and identifiab$inction between themes.
- Defining and naming the themes by refining the teerthat were presented for

analysis.
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- Producing the report of a fully worked out them#se write of which had

sufficient evidence of the themes within the data.

3.11 Ethical Considerations

In terms of ethical thought Leady and Ormrod, &O0fategorizes ethical issues into four
classifications namely; protection from harm, rigift privacy, informed consent and
professional honesty with colleagues. According-ield, (2009) ethical considerations
give guidelines that ensures that research isethaut in a way that is in the best interest
of the respondents, some of the key ethical iseelating to research process according
to Saunder, Lewis and Thornhill, (2007) are; privat possible and actual participants,
voluntary nature participation, consent and possibbeception of participation and
maintenance of confidentiality of data providedrioPto conducting interviews, the
researcher followed the due processes by obtajpénmission from the Post Graduate

studies JOOUST, NACOSTI and sub-county Director&dication.

The respondents were also given a consent form.cbhsent form was discussed and
steps taken to protect the respondents from harch veays were outlined to the

respondents in which that data was kept confideatid anonymous. The consent was
reviewed with participants prior to starting théenview and each participant was given
opportunity to ask questions about the study praeed The consent form included
information regarding the intent of the study, lmduntary nature of the study, risks and
benefits of participating in the study, each pgaat was also being told that they had

the right to stop the interview at any time.
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On ethical considerations, the researcher, trehtedata and information obtained from
respondents with extreme confidentiality. In aduitio respondent, all institutions were
not being identified by name. Getu and Tegbar (208#vice that one should state
confidentiality of information right on the top tifie first page of the questionnaire, use
code number instead of names and aim of the stunlyid be explained at the beginning.

The analyzed data would also be availed to the &shiovolved in the on request.
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CHAPTER FOUR

4.0 RESULTS AND DISCUSSION

4.1 Introduction
This chapter presents the findings and interp@tatf the study as indicated in the

research methodology. It is sub-divided into sexi@nd subsections. The research
findings are presented based on the study objectind hypothesis. The quantitative data
has been analyzed using both descriptive and mifietestatistics. Descriptive statistics

was used to describe the views of the respondengmch sub-scale, while the inferential
statistics aided to make inferences and draw ceimis. Statistical tests, Pearson
Product-Moment of Correlation and multiple regressinalysis were used to investigate

the relationship between the variables.

Pearson Moment Correlation Coefficient analysis used to investigate the relationship
between support staff bonding trips, support statfary, support staff professional
growth, support staff recognition efforts and supstaff promotional opportunities, and
students’ academic performance in Public Secon8ahpols in Kisumu West and Seme
Sub-counties. Multiple regressions were used ttgbéish a linear model, investigate
how well the set of the independent variables wale & predict the level of public

Secondary Schools students’ academic performangestigate relative contribution of

each of the variables and establish how much uniquance in the dependent variable,
each of the independent variables explained. Atktef significance were computedoat

= 0.05.The Statistical Package for Social Scien&RSS) version 21.0 was used to
analyze the quantitative data. This chapter alsesgmts qualitative results and

discussions of the data collected from in-deptlerinews with chairpersons of BoM,
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Directors of Studies and the Bursars. For the tpiale data, a thematic analysis

approach was used.

4.2: Questionnaire Return Rate and Demographic Infomation

4.2.1: Questionnaire Return Rate
The following table 9 shows the summary of retuaterof instruments from the

respondents, reveals that the return rates weatefor the study.

Table 9: Instruments Return Rate

Respondents Questionnaires  Questionnaires Return rate
administered returned (%)

Support Staff 96 88 91.7
Principals 24 24 100.0
Director of Studies 24 24 100.0
Overall 144 136 94.4
Respondents Interviews anticipated Interviews done Return rate
BOM Chairs 24 24 100.0
Director of Studies 24 24 100.0
Bursars 24 24 100.0

Source: Survey data (2018)

The study targeted 144 respondents (Support $affcipals and Director of Studies) on
whom the questionnaires were administered. Ouhisfrtumber, 136 of them returned
their questionnaires, translating to an overalpoese rate of 94.4%. This response rates
was sufficient, representative and follows the Mwge and Mugenda (2009)
specification that a response rate of 50% is adeq68% is good and a response rate of
70% and above is excellent for analysis and reppmin a survey study. Based on this
assertion, the current study’s response rate @f84s therefore excellent. The recorded

high response rate was attributed to the fact thatinstruments in this study were
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personally administered by the researcher to tepordents, who were pre-notified of
the intended and intention of the study. It wae @se to extra efforts that were made in
form of visits to the respondents to fill-in andum the questionnaires, the researcher
made follow up calls to clarify queries as well @®mpt the respondents to fill the

guestionnaires.

4.2.2: Demographic Information

The study sought to investigate the demographicacheristics of the respondents.
Demographic information, which investigated bioaategarding the respondents’
characteristics, was considered necessary for teeerrdination of whether the

respondents were representative sample of thet tpogeilation for generalization of the

results of the study. Table 10 shows the infornmata gender, age, level of education

and marital status of the respondents in the survey
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Table 10: Personal Bio-Data of the Respondents

Support Staff Principals Director of

Bio-data (n=88) (n=24) studies (n=24)

F % f % f %
Gender
Male 43 489 15 62.5 22 91.7
Female 45 511 9 37.5 2 8.3
Total 88 100.0 24 100.0 24 100.0
Age in Years
30 and below 17 193 0 0.0 2 8.3
31-40 51 58.0 3 12.5 14 58.3
41-50 19 216 17 70.8 6 25.0
51-60 1 1.1 4 16.7 2 8.3
Total 88 100.0 24 100.0 24 100.0
Highest Educational Level
Primary 21 239 0 0.0 0 0.0
Secondary 19 21.6 0 0.0 0 0.0
College 38 43.2 3 12.5 2 8.3
University 10 114 21 87.5 22 91.7
Total 88 100.0 24 100.0 24 100.0
Type of School
Boys 19 21.6 6 25.0 7 29.2
Girls 9 10.2 4 12.5 3 12.5
Mixed 60 68.2 14 62.5 14 58.3
Total 88 100.0 24 100.0 24 100.0
Length of Stay in the School
1-9 61 69.3 22 91.7 19 79.2
10-19 21 239 2 8.3 4 16.7
20 and above 6 6.8 0 0.0 1 4.2
Total 88 100.0 24 100.0 24 100.0

Source: Survey data (2018)

It is evident that there was a glaring imbalanc&atondary School leadership in terms
of gender, with males taking the larger proportioh School leadership positions

(Principals and director of studies). This was aetitd by the demographic analysis
results which showed that more than three outvef 62.5%) of Principals and over nine
out of ten (91.7%) of the directors of studies e tSecondary Schools which were
sampled for the survey were males. On the othed,lalthough the gender disparity was

narrower among the support staffs, it was evidbeat majority (51.1%) of the support
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staff in Public Secondary Schools in Kisumu West 88me Sub-counties were females.
Given that the sampling procedures employed in shisly gave equal opportunity for

participation of both gender, it can be inferredttfemales only dominate low cadre jobs
within the education sector in the area of thestttbwever, this concurs with the recent
survey conducted by UNICEF (2018) which indicateat in Kenyan Secondary Schools,

62.6% of the teaching staff is males.

On their ages, it was established from the resflthe survey that a significant majority
(87.5%) of the Principals are above forty yearsisTWwas not surprising because
Principals’ positions are usually given to teachessed on their accumulated years of
experience in the profession. On the contrary, rab#te support of the staff and director
of studies are still in their youthful ages (und@ryears). In fact, close to a fifth (19.3%)

of the support staff is under thirty years of age.

On their level of education, it was establishedrirthe results of the survey that the
support staff had a varied level of education. Heeve many (43.2%) of them had
college education, while those who had universityoation formed the least proportion
(11.4%) of the support staff who were surveyed.eOtlevels of education were also
represented, implying that the influence of inteiag factor (support staff level of
education) on the relationship between support stativational practices and leaners
academic performance has therefore been signifjcartluded from the study. Support
staff level of education is touted as a correldtthe support staffs’ level of efficacy and
by extension academic performance in School. Netesk, the fact that support staff

with varied educational qualification was represénn the study implies that the results
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of this study can be generalized across the stadeopulation in Kisumu West and

Seme sub-counties, with very minimal precaution.

With regard to the type of Schools where the redpots came from, the exploratory
data analysis show that majority (68.2%) of the psup staffs were from mixed
Secondary Schools. This was in agreement with ageel that 62.5% of the Schools
were mixed Secondary, as reflected by the disiobuof the Principals. Further, the
results of the survey has shown that most of tspaedents were under nine years of

stay in their current working Schools.

4.3 Relationship between Support Staff Bonding Trip and Students’ Academic
Performance in Public Secondary Schools in Kisumu @t and Seme Sub-counties
The first objective of the study was to investigtte relationship between support staff
bonding trips and students’ academic performanceuhlic Secondary Schools in
Kisumu West and Seme Sub-Counties. This objectivees vaddressed by; first,
investigating the importance of support staff bogdtrips and, second, an inferential
statistics was used to establish whether the sumgpaif bonding trips has statistically

significant with School academic performance am8agondary School students.

The importance of support staff bonding trips amtigselected Secondary Schools was
analysed through the use a questionnaire, whichellelhe respondents (support staff,
Principals and director of studies) to rate theugabf the bonding trips towards
enhancing academic performance. The rating wasgeagpfint Likert rating ranging from
strongly agree (5) to strongly disagree (1). F®yeaterpretation and applicability in

inferential statistics analysis, the responses wereerted into continuous scale ranging
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from 1 to 5, where higher scores represented mfijipeince of support staff bonding trips
and vice versa. Table 11 presents the findinggrportance of support staff bonding
trips summarized in mean and standard deviation.

Table 11:Importance of Support Staff Bonding Trips on Sttglekcademic

performance

Item Support staff Principals DoS

Mean SD Mean SD Mean SD

Support staff bonding trips are part of 301
our School programmes. '
We have had support staff bonding
trips frequently.

Support staff bonding trips have

1.28 3.13 1.23 3.00 1.21

2.43 1.09 2.67 1.20 2.70 1.18

helped un increase our productivity at2.82 1.24 288  1.23 3.09 1.20
work.

Support staff bonding trips have had a

positive influence on academic 2.97 1.18 333 096 330 1.02
performance.

During bonding trips support staff
have motivational speakers
Bonding trips are offered to support
staff between 1 — 3 times a year

2.65 1.25 2.88 1.19 291 1.12

2.39 1.25 2.54 1.14 2.35 0.98

Overall Mean 271 099 290 0098 2.89  1.00

Source: Survey data (2018)

The findings of the study in table 11 establishkdt tthere is generally moderate
importance of the support staff bonding trips ta¥gaenhancement of students’ academic
performance, as observed by the respondents. Tdigevealed by a mean rating of 2.71
(SD=0.99), 2.90 (SD=0.98) and 2.89 (SD=1.00), &sdrdy the support staff, Principals
and director of studies, respectively. On individwaings, it came out that the Principals

and director of studies generally have higher pg#roe of importance of support staff
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bonding trips on students’ academic performanca tha support staff themselves. For
example, whereas the Principals and director oflistu believed that support staff
bonding trips have had a fairly neutral influence students’ academic performance in
their Schools as denoted by their mean ratings.83 85D=0.96) and 3.30 (SD=1.02)
respectively, the support staff themselves helceatral position as reflected by their
response of rate 2.97 (SD=1.18). In agreementn®t{2014) revealed that staff holiday
tour was one of the teaching staff welfare prastimganized by the School management
and in most Schools, it is done termly but moreysarly. Otieno, (2014), further
observed that such holiday tours are meant to e®etge staff and to eliminate burnt

out.

From qualitative findings, one theme which emerdean staff bonding trips was
commitment to work. This meant that bonding triphanced work commitment among
support staff and this led to increased academitoeance of the School. Some

respondents reported that:

The bonding trips add commitment to work sinceakes them feel
attached to students hence help them without dmscation (DOS,
9)

The staff morale are boosted by the bonding trigsice they
manage their time well. This makes them to serudests in a
committed manngiBOM Chair, 1)

It motivates them and makes them to be committea ikt After the
bonding trips, the support staff are very positivénelping students
and teachers hence the School academics progranaresot

delayed(DOS, 9)

From the qualitative results above, it can be aohed that staff bonding trips are key in
influencing students’ performance since it enharmoesmitment to work. This finding is
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supported by Odunga (2013) who revealed that conation structure was a two way,
meaning support staff were free discuss with adstriaion about work place issues, this
is done through holding staff meetings termly wheogkers were free to air their views.
The Principals and the directors of studies hedéreral belief that support staff bonding
trips activities goes a long way to improve workpaelationships among the support
staff, which then translates to a positive impatttioe students’ academic performance.
Although the support staff respondents remainedklyezonvinced on the importance
(mean=2.82, SD=1.24) of bonding trips, the directiostudies strongly believed that the
support staff bonding trips have helped to increéhsesupport staff productivity at work,
as indicated by their rating of 3.09 (SD=1.20). lBthe Principals and the directors of
studies observed that the collaborative nature d@oading trips activities challenge
teaches the support staff how to work together retfectively and allows the staff to see
that each one of them has different skills and agges to a problem. This knowledge is
then transferable to the School environment, ag tinelerstand how to make best use of
each other’s gifts and abilities. The result ig thark is done more efficiently, translating
to improved students’ academic performance. Timdifig agrees with Mutua and Ndeti
(2014), who reported that there is need to makdadla an avenue that will yield into
more bonding and unity of purpose after releas&aaya Certificate of Secondary

Examination (KCSE) results that will eventuallydga improved performance in future.

Another theme which emerged from staff bondingstmas feelings of recognition. This
meant that the support staff felt recognized byasthdministration and this made them

to work better. Some respondents reported that:
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the bonding trips have made the support staff to highly
recognized thus they co-operate with teachers archo&
administration in ensuring that they help studeatisin academic
excellence, | serve students in my office promptythat they
maximize their time for academic work or lessoneradince
(bursar, 1)

The support staff feels recognized by the SchochrdBoof

Management as part of the system. They offer sswidllingly and
diligently by beating deadlines thus it saves timestudents and
teachers to concentrate in cla@®OM Chair, 3)

After the bonding trips, the workers are highly mvatied to serve
students as they feel to be part of the Sclimaisar, 3)

From the qualitative data, it can be concluded skt bonding trips enhance feelings of
recognition among support staff and this made tpatrextra effort in their work. Those
respondents who believed on the importance of sugpalf bonding trips observed that
during bonding trips support staff occasionally Inagtivational speakers. This further
motivates the support staff (mean=2.65; SD=1.2%chaerigher productivity that in turn
influence academic improvement of the student. Tihding agrees with Bulawa (2012)
who revealed that teachers showed resistance toaiapb system due to lack of
knowledge on the importance of appraisal systemttmiimanagers’ positive perception
was due to anticipated benefits of the appraisstiesy like extra pay and team building

away from work station.

Another theme which emerged from qualitative figdinwas the promotion of
interpersonal relations. This meant that the usestafff bonding trips enhanced
interpersonal relations among support staff and #nhanced academic achievement

among support staff. Some respondents reported that
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It promotes inter-personal relations between thppsut staff and
academic staff, where they share ideas on howabwlgh students
which eventually enhances academic achievement grstmaents
(DOS, 29)

when we are going out for a trip, we share a lothwone another,
point areas of weaknesses at work, encourage etwdr to work
hard and when back in School we feel that we asefamily, we are
together with teachers and the technicians somstint®
experiments with students beyond working h@oussar, 5)

From the interview results above, it can be cometuthat staff bonding trips enhanced
relations between the School administration andsiggport. This cohesion enhanced
academic achievement among students. This findiilsggcees with Machingambi,

Mutukwe, Maphosa and Ndofirepi (2013) who estalelisthat teachers did not receive
some form of performance related rewards havingeael set target, proved an obstacle

to the success of performance appraisal system.

On the other hand, when the respondents were dskedrequently the support staff go
to bonding trips, the results of the study showt tha trips are very rare in most of the
Schools. This was reflected by a low responseaf®e43 (SD=1.09) by the support staff
themselves on the item “we have had support stafdimg trips frequently”. Equally,
this finding was corroborated further when majoraly the respondents rejected the
researcher’'s claim that “bonding trips in their &als are offered to support staff
between 1-3 times a year” as was interpreted by fating of 2.39 (SD=1.25), 2.54
(SD=1.14) and 2.35 (SD=0.98) by the support stafriselves, Principals and director of
studies who took part in the survey, respectivéhlyis finding concurs with Ingvarson,
Kleinhenz, Bervis and Carthy (2005) in New Zealarit revealed that the demand as a

teacher is in increasingly more work, more studeletss time for preparation and this
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increased pressure has made teachers’ work fom @rie at home or over the weekend
to complete their work unbearable and this is @hjiko commensurate with their pay. In
a related study, research division in New Zeal@&@d.{) noted challenges of support staff
workload as including many competing demands, winctrfered with their ability to
effectively complete tasks, lack of time to tacklaount of work or insufficient back up

in terms of work environment quality.

Despite the fact that most Schools in the areshefstudy rarely engage their support
staff on bonding trips, it emerged from the resaftthe survey that support staff bonding
trips are part of School programmes in a numbe&abfools. This was reflected by rating
scales of 3.01 (SD=1.28), 3.13 (SD=1.23) and 38D=1.21) by the support staff,
Principals and director of studies who participatethe study, respectively. This finding
agrees with Buckley (2006), who revealed that tHeseds lead to trust and respect,

which lead to willingness to collaborate and pearfavell together.

Another theme which emerged from staff bondinghigeased synergy. This meant that
the support staff performed their work with incredssynergy, which led to academic
improvement among support staff. Some respondeptsted that:

After bonding trips, the support staff are alwagsyenergetic and

they serve students better. The bonding sessifreshes the

support staff as well as kitchen staff always prepaeals in time
and our academic programmes are implemented tigEBS, 5)

The bursar and secretary work extra hard to orgarsapport staff
to help students in Schofdursar, 8)
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From the qualitative findings above, it can be doded that staff bonding trips enhanced
increased synergy. This eventually enhanced acadaciievement of students in
School. This finding agrees with Mokaya, and Gi{@f13) who reported that recreation
is a significant factor in employee performancesréases the level of commitment,
enhances bonding and improves employee wellbeittgavtonsequent positive effect on

job satisfaction, service provision, customer $atison and productivity.

4.3.1 Relationship between support staff bonding ips and students’ academic
performance in Public Secondary Schools in Kisumu st and Seme Sub-counties.
Ho1: There is no statistically significant relationsHiptween support staff bonding trips
and students academic performance in Public Seggn8ahools in Kisumu West and

Seme Sub-counties.

To investigate whether there was any statistigatiBcant relationship between support
staff bonding trips and students’ academic perforeean Public Secondary Schools, the
null hypothesis was tested. A parametric test, SoeaiProduct Moment Correlation
Coefficient was computed, with scores on suppaiff $tonding trips as the independent
variable and students’ academic performance ashdepé variable. The level of support
staff bonding trips was computed from frequencyre$ponses and converted into
continuous scale, where high scale ratings imghigth-perceived level of support staff
bonding trips and vice-versa. Students’ academitopnance was computed as average
from School KCSE mean for the last four years. Sigeificant level (p-value) was set at
.05. Such that, if the p-value was less than Gtgsnull hypothesis would be rejected and

conclusion reached that a significant differencesdexist. If the p-value was larger than
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0.05, it would be concluded that a significant eliéince does not exists. Table 12 shows

the correlation analysis results in SPSS output.

Table 12: Relationship between Support Staff Bonding Tripb $tudents Academic

Performance
Staff Bonding Studens Academic
Trips Performance
Pearson Correlation 1 .245
Staff Bonding Trips Sig. (2-tailed) .022
N 88 88
i Pearson Correlation .245 1
Students Academic , .
Sig. (2-tailed) .022
Performance
N 88 88

*, Correlation is significant at the 0.05 leveltled).

The finding of the study shows that there was diatlly significant positive correlation
(r=.245, n=88, p=.022) between support staff bogdinps and students’ academic
performance, with improved support staff bondingstrassociated to better students’
academic performance and vice-versa. Observing ttieatrelationship is statistically
significant, the hypothesis thathére is no statistically significant relationshiggtween
support staff bonding trips and students’ academic perémmo® was rejected. Therefore,
it was concluded that there is statistically sigpaifit positive relationship between
support staff bonding trips and students’ academeidormance. This implies that for
students’ to have high academic performance therst adequate support staff bonding
trips. This finding disagrees with Salas et alQ1@) who established that there was no
significant effect of team building on performantfmwever, the effects of team building
varied as a function of the type of operationai@atof performance: On objective

measures of performance, there was a non-signifitamdency for team building to
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decrease performance, whereas on subjective meast@irperformance, there was a

significant, albeit small, tendency for team builglito increase performance.

However, to estimate the level of influence of supstaff bonding trips on students’
academic performance, a coefficient of determimati@s computed using of regression

analysis and the result was as shown in Table 13.

Table 13: Model Summary on Regression Analysis of Influeh&upport Staff Bonding

trips on Students’ Academic Performance.

Model R R Square Adjusted R Std. Error of the Durbin-Watson
Square Estimate
1 245 .060 .049 1.09143 2.098

a. Predictors: (Constant), Staff Bonding Trips
b. Dependent Variable Students’ Academic Performmanc

The model summary reveals that the level of Statidng Trips accounted for 6.0%, as
signified by coefficient B=.060, of the variation in Students’ Academic Perfance.
This finding implies that variation in the level &taff Bonding Trips explains about
6.0% of the variability in Students Academic Parfance. This is sizeable influence by
one predictor on a dependent variable; henceyéals the importance of Staff Bonding
Trips on students’ academic performance. This figdis in agreement with Cheum
(2018) who reported that team building activitiesd® the respondents feel like a ‘part of

the family’ and enjoy patrticipating in the teamlding activities.

However, most participants also reported that tmerdoonding trips in School and this
affected them negatively as they lacked the oppdstuo socialize and refresh like the

other workers in other Schools.
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We had one bonding trip about 6 years ago and suwe, there
has been none in the Sch@olirsar, 15)

We rarely have bonding trips due to shortage ofifjrbut the last
one we had over three years ago had a lot of impadhe teachers
(BOM Chair, 5)

From the qualitative data reported by the abovepaedent, few Schools practiced
bonding frequently and some took too long to enbahés practice. This finding agrees
with Taylor (2007) who reported that taking a figtg is the best way to know your
employees as they interact freely without a formplan. Team building according to
Taylor include annual field day complete with folly games (optional), prizes and
quarterly trips to the moves. Taylor further obssrthat team building involving getting

offsite and encourage the staff to get to know desdhfrom confines of their offices.

4.4 Relationship between support staff salary striuare and Academic Performance
in Public Secondary Schools in Kisumu West and Sengub-Counties.
The second objective of the study was to examieaehationship between support staff

salary structure and students’ academic performamgeublic Secondary Schools in
Kisumu West and Seme Sub-Counties. This objectivees vaddressed by; first,
investigating the level of satisfaction of suppsetaff on their salary structure and,
second, an inferential statistics was used to kslalvhether the support staff salary
structure in the view of respondents has statibficsignificant relationship with

students’ academic performance in Secondary Schools
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4.4.1: Findings on satisfaction on support staff $ary structure in Public Secondary
Schools
The study sought to know how much do the suppaffssearn as monthly salary. Figure

3 summarizes the distribution of their monthly sala
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Source: Survey Data (2018)
Figure 3: Distribution of Monthly Salary of Support Staff

From Figure 3, it is evident that close to threartgrs of the support staffs in Secondary
Schools in Kisumu West and Seme Sub-Counties estimelen Ksh.5000 and 15000 as
monthly salary. This is certainly not able to ematile support staff to enjoy a descent
standard of living. Low income of employees negdfhaffects their performance. It is

known that an employee is more likely to perfornitdrewhen he is satisfied with his

salary. This is because he feels motivated to glooa job, for the reason that he wants to
please his employer to retain his position. Hemareemployee satisfied with his pay is

more productive and motivated. When the study sotmtind out how many of the
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support staffs were satisfied with their monthliasg the results summarized in Figure 4

reveals that a significant majority of them were satisfied at all with their salaries.

Satisfied
19%

Not satisfied
81%

Source: Survey Data (2018)
Figure 4: Support Staff view on their Satisfaction with tHeaary

Further, the study sought to investigate the |@fedatisfaction of support staff on their
salary structure. This was investigated using &itikemed rating scaled questionnaire,
which helped the respondents to rate the valubekalary structure towards enhancing
academic performance. This was accomplished usiegdting on a five point Likert

rating ranging from strongly agree (5) to strongligagree (1), where higher scores
represented high influence of support staff salsfiucture on students’ academic
performance and vice versa. Table 14 presentdinléengs on support staff salary

structure as summarized in mean and standard aeviat

120



Table 14: Satisfaction on Support Staff Salary Structure

Item Mean SD
My salary is adequate for my normal expenses 268 1.25
My salary is equivalent to my qualifications and 541 1.24
experience ' '

| can live on my salary income alone 2.13 0.97

What am paid compares favourably with what 5

R i 80 1.23
other institutions pay as salaries

My salary is commensurate to my job 2.84 111
I am motivated to work because of what | am paid 516 0.92
as my salary ' '

Mean level of satisfaction on salary 2.50 0.69

Source: Survey data (2018)

The findings of the study show that majority of sugport staffs in Secondary Schools in
Kisumu West and Seme Sub-Counties are barely igatigfith their salaries. This was
indicated by their mean rating of 2.50 (SD=0.69)he salary satisfaction scale of 1 to 5.
This implies that the support staffs are genenmadliymotivated to work which could have
negative impact on their performance. It is knowattan employee is more likely to
perform to his highest potential if he is happyhatite salary he is earning; those earning
a high salary feels motivated to do a good jobahee he wants to please his employer to

retain his position.

From qualitative findings, one theme, which emergeals enhanced Service delivery by
support staff. It was reported that salary striectletermined the service delivery in the
School hence higher academic achievement amongrggidParticipants were of the
opinion that Schools with better salary structunesl greater service delivery among

staff. For example, some participants reported that
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The salary structure boosts morale of staff henoedgservice

delivery to students, | readily help students wtiesy approach me

to help them understand some accounting conceptBuBiness

studieg(Bursar, 1)

The support staff support School activities posifivior example,

the laboratory technician assists students in pcatt this applies to

other department8OM Chair, 7)

It affects performance because the well paid warlgive prompt

service delivery in their respective departmentsSahool.(Bursar,

16)
From the interview excerpts, it can be concludeat Halary structure enhanced service
delivery among support staff and this eventually te increased students’ academic
achievement. This finding agrees with SanthappanasShah, (2005), who reported that
pay can entice individual to join and remain witlan organization. Nezaam (2000),
reiterates that wages are a significant factoon gatisfaction and that money not only

helps people attain their basic needs but is imsnial in providing upper level need

satisfaction.

The results of the survey also indicate that qaitespectable proportion of the support
staffs are demotivated. This was reflected by thegponse on the statement, “I am
motivated to work because of what | am paid as atgrg”, which only attracted a low
response rate of 2.16 (SD=0.92). This means tleat ldw salary brings them a feeling of
insecurity, hence there is nothing to propel therpuit in extra hours in their work
because they feel that their salaries as finameiahrds are not fair trade-offs. This lack
of satisfaction with their pay makes them to beslesotivated and productive. This

finding concurs with Darjeel, Manoj and Dalvind@0{1) who concurs that employees
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are more satisfied when their work is fairly renedtdand that employees accept salary as
supervisors reward for the work they have done.

Another theme, which emerged from qualitative fingli, was increased motivation.
Motivation is derived from the word - motive - whieneans needs, desires, wants or
drives within the individuals. Some respondentsoregal that increased motivation was

realized as a result of the salary structure. S@sgondents reported that:

Workers are highly motivated thus serve best ipihglstudents do
better, | usually observe that laboratory technigawillingly help
teachers in the supervision of practical exams eafer official
working hours on some days when | stay behind tsomee work in
my office(bursar 3)

It has positive influence in that the workers aeglidated to give

their best for example cooks prepare food withaghescribed time

and this makes students save time and thereforeeotmate more in

their study work(bursar 7)

Salary increment or adjustment makes the Schookevsrto serve

students better in their respective areas hence dbademic

programmes are effectively implement@iOS, 5)

The salary structure positively affects academitieement among

students because it motivates them to perform thaties in time

making the School programme to run smootfBypM Chair, 10)
From the interview results, it can be concludedt tthee salary structure enhanced
motivation among support staff, which eventually te students’ academic achievement.
This finding is in agreement with Adewusi, et aD{Z) who reported that there is a
positive significant relationship between employiestatus, pay and workers

performance. The study then concludes that worllegsity has come under attack by

foreign industrialists despite local and internaéibnorms.
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In fact, it emerged that most of the support staffs not able to solely rely on their
monthly salary to meet their basic needs. On tladesaf 1 to 5, when the support staffs
were asked to rate the statement “I can live orsatgry income alone”, it only generated
response rate of 2.13 (SD=0.97) an indication ttin&y can hardly survive of their salary
income alone. In addition, many of them observed their salary is inadequate for their
normal expenses, as indicated by a response r&&®f(SD=1.25). This finding agrees
with Odoh, (2011) who reported that that finanaal well as non-financial reward,

promotion and conversion are strategic in the ptamaf productivity in organizations.

Another theme, which emerged from salary structwies increased job satisfaction. Job
satisfaction or employee satisfaction is a meas@ir@orkers' contentedness with their
job, whether or not they like the job or individuapects or facets of jobs, such as nature
of work or supervision. A few respondents repottet the salary structure enhanced job
satisfaction among support staff. Some respondeptated that:

The support staff are highly satisfied and theykvextra hard in
their respective areas. They liaise with teacherfi¢lp in areas of
students weaknesses or where students relax, seafficers are
usually keen to ensure no students leaves throoglgate without
leave out sheet as this may make him lose learhimgs due to
laziness.(Bursar 5)

It enhances job satisfaction hence it has positimduence.
Satisfaction prompts the workers to work hard arlkigehtly to
implement academic programm@OM Chair, 13)

It enhances satisfaction among the workers so tifney can work
diligently and minimize time wastage for studentsenvits class
time (Bursar, 8)

Satisfaction with their salaries makes workers an@l to do their
duties well and beat deadlines as stipulated bySbleool principal
as per the School academic programs hence miniima wastage
for class work(BOM Chair, 18)
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From the qualitative findings, it can be concludedt the salary structure enhanced
satisfaction among support staff, which minimisiset wastage in performing duties.
This finding agrees with lyida (2015) who reportidt the monetized fringe benefits
could only satisfy the basic needs of workers t@iy small extent because of high cost
of living. It also came out that majority of thepgport staff held a general feeling that

what they are paid do not much with their levetjoélifications.

Many of them alluded that they are paid far mucklply what they merit. This was
reflected by a mean rating of 2.41 (SD=1.24) on s$tetement that “my salary is
equivalent to my qualifications and experience”rtker, many of the support staffs
refuted the claim that their salary is commensutat¢heir job, as interpreted from a
mean of 2.84 (SD=1.11). In fact, only a few (meaB682 SD=1.23) of them agreed that
what they are paid compares favourably with whheptnstitutions pay as salaries. This
means that majority of them are not satisfied witiat they are paid and they are always
in the lookout for other better-paid jobs or a $&mposition with better pay. This finding
was confirmed by the results on the question, “Wiieen a chance, would you look for
a job elsewhere?” where 47.7% of the support siaffSecondary Schools in Kisumu
West and Seme sub-county said they would look fuotleer well paid job when
opportunity comes. Generally, an employee who dussfeel like his organization is
paying him a high enough salary is much more likelyjook for and accept a higher
paying position of a comparable nature at anotlbenpany. This finding concurs with
Adekoya (2015) who reported that compensation mamagt system has a great impact

on employee's efficiency and performance at theeagports authority.
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Another theme, which emerged from the qualitativedihgs, was increased work
commitment. This meant that the support staff dgwedl increased work commitment
and were now more diligent because of improvedrgagructure. Some respondents
reported that:

The salary structure affects the academic achiemémieour students because

the workers will do assignments even exceedingdbetarking hours. They

will work with very minimum supervisio(DOS, 22)

When the salary payment is prompt, then workersvdbts of interest in work

they keep time in implementing academic programim&shool.(DOS, 16)

From the qualitative findings, it can be concludédt salary structure led to work
commitment among support staff, which eventuallyhasrced students’ academic
achievement of students. In agreement, Umoh e2(d4) reported that Pay Structures
has significant influence on Continuance Commitm8&irnilarly, Machingambi and et.al
(2013) further established that for any succedsetoealized promised rewards must be

paid to all deserving teachers and when they age du

4.4.2 Relationship between support staff salary aficture and students’ academic
performance in Public Secondary Schools in Kisumu \&st and Seme Sub-counties.
Ho2: There is no statistically significant relationshipetween support staff salary
structure and students academic performance in iPuUbkcondary Schools in Kisumu

West and Seme Sub-counties.

To establish whether there is any statistical §icgmt relationship between support staff
salary structure and academic performance in Secgrgthools, the null hypothesis was

tested. A Pearson Product Moment Correlation Caefit analysis was used, with scores
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on the level of satisfaction of support staff olapastructure as the independent variable
and students’ academic performance as dependeabkarThe level of satisfaction on
support staff salary structure was computed fraagdency of responses and converted
into continuous scale, where high scale ratings liedp high-perceived level of
satisfaction on support staff salary structure ancde-versa. Students’ academic
performance was calculated from School KCSE mearesdor the last four years. The
significant level (p-value) was set at .05. If thevalue was less than 0.05, the null
hypothesis would be rejected and conclusion reathetda significant difference exists.
If the p-value was larger than 0.05, it would be&aoded that a significant difference

does not exists. Table 15 shows the correlatiotysisaesults in SPSS output.

Table 15: Relationship between level of satisfaction on supgaff salary structure and

Students Academic Performance

Satisfaction of Salar Studens Academic

Structure Performance
. ) Pearson Correlation 1 .228

Satisfaction of Salary . .

Sig. (2-tailed) .033
Structure

N 88 88
Students Academic Pearson Correlation .228 1

Sig. (2-tailed) .033
Performance

N 88 88

*. Correlation is significant at the 0.05 leveltiled).

The finding of the study in Table 15 shows thate¢hsas statistically significant positive
correlation (r=.228, n=88, p=.033) between satigfac on support staff of salary
structure andtudents’academic performance, with high satisfaction oppsut staff of
salary structure associated to enhanced stsidacddemic performance and vice-versa.
Noting that the relationship is statistically siigrant, the hypothesis thatthere is no

statistically significant relationship betweeatisfaction on support staff of salary structure
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and students’ academic performahcgas rejected. Therefore, it was concluded that
there is statistically significant positive relatghip between satisfaction on support staff
of salary structure anstudents’academic performance. This suggests that bsttdents’
academic performance is enhanced by high satisfacit support staff on their salary
structure. However, to estimate the level of inflce of satisfaction on support staff
salary structure ostudents’academic performance, a coefficient of determimatvas

calculated using of regression analysis and thdtress as shown in Table 16.

Table 16: Model Summary on Regression Analysis of Influeh&upport Staff Salary
Structure on Students’ Academic Performance

Model R R Square Adjusted R  Std. Error of the Durbin-Watson
Square Estimate
1 228 .052 .041 1.09606 2.008

a. Predictors: (Constant), Satisfaction on SalamycBure
b. Dependent Variabl&tudentsAcademic Performance

The model summary in Table 16 indicates that thellef satisfaction on support staff
salary structure explains about 5%, as signifieddsfficient R=.052, of the variation in
Students’Academic Performance. This finding suggests tlaaiation in the satisfaction
on support staff salary structure explains accotmtsabout 5.0% of the variability in
students’ academic performance. Although the influence isalsmt is a significant
influence onstudents’academic performance; hence, it denotes the impoetof support
staff salary structure ostudents’ academic performance. This finding concurs with
Kaireria and Mutai (2014) who found out that rewsandhether to departments, or

individuals in any form greatly affects the implamegion of appraisal system especially

128



when such rewards are given at a flat rate thlisidatio distinguish between performers
and non-performers.

4.5 Relationship between support staff professiona@rowth and Students’ Academic
Performance in Public Secondary Schools in Kisumu st and Seme Sub-counties.
The third objective of the study was to investigdie relationship between support staff

professional growth amstudentacademic performance in public Secondary Schools in
Kisumu West and Seme Sub-counties. To addresshieetive; the level of prospects of

support staff professional growth was investigated an inferential statistics was used to
establish whether there was a significant relatignbetween support staff professional

growth and students’ academic performance in Sexgrisichools.

4.5.1 Findings on prospects of support staff profegonal growth in Public Secondary
Schools

The prospects of professional growth of supportf stathe Secondary Schools was
investigated through the use of a Likert-itemedngascaled questionnaire, which was
used by the respondents to rate the availabilitppyortunities of professional growth
among the support staff towards enhanatglentacademic performance. The rating on
a five point Likert ranged from strongly agree {6)strongly disagree (1), where higher
scores represented high influence of support prapects of support staff professional
growth onstudentsacademic performance and vice versa. Table 1'&pteshe findings
on support opportunities of professional growthsasmmarized in mean and standard

deviation.
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Table 17: Prospects of Support Staff Professional Growth

Item Support staff Principals DoS
Mean SD Mean SD Mean SD

The School administration usually
give the support staff opportunities
for professional growth in or go for
further training.

The School administration usually
give the support staff opportunities
for professional growth in or go for
in-service training.

The School administration usually
give the support staff opportunities
for professional growth in or go for
workshops.

The School administration usually
give the support staff opportunities
for professional growth in or go for
conferences.

Opportunities are fairly offered to
each member of the support staffif ) o1 596 15 320 113
opportunities for professional growth

arise.

Opportunities for attending

professional growth course are given 2.57 1.03 271 095  3.17 1.07
to members of support staff regularly.

3.13 1.23 3.79 0.98 3.43 0.99

2.94 1.17 3.63 0.92 3.43 0.99

3.14 1.20 3.58 0.88 3.57 1.08

2.82 1.16 3.33 0.92 3.22 0.90

Mean average 2.91 0.95 334 078 3.34 1.03

Source: Survey data (2018)

The findings of the survey in Table 17 revealed thare is slightly above average rating
on the availability of opportunities for professangrowth among the support staff
employees in Secondary Schools in Kisumu West agmeScounties. However, the
support staff respondents’ ratings on the oppotiesiavailable for their professional
growth of was lower (mean=2.91; SD=0.95) than kbt Principals’ and directors’ of
studies ratings (mean=3.34). This finding was aistfected by the ratings on the

individual items. This finding agrees with thosekatumile (2002) who reported that if
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fringe benefits like professional growth are offér® workers, it would motivate and
make them come to School early and consequentiyngaicsh the School Programme in

time hence improvement in the academic performance.

From qualitative findings, one theme, which emergedopportunities for professional
growth, was in-service training. This training ifeoed to teachers while they are in
service to enhance their teaching skills. Most oegents reported that there were cases
of in-service training to support staff but it wémited mostly to staff in some
departments but not all. For the staff that undetweaining, it helped them to have
better skills hence served students in a better Wap respondents reported that:

The bursar and lab technician have a programmeetdvben one to

two months studies during the holidays when stideluse. This

has made them to be very efficient in their ardawark in School

as a Bursar, | make accurate records and limit akets in fee

balances which would make students be sent homiedonrongly

hence losing learning tim@ursar, 12)

The store keeper and cateress always undergo inesetraining

during holidays. This has helped them acquire slolh how to do

their duties much better hence students get qualtyices, the

cateress at times has an opportunity to share \witine science

students the skills acquired during training that arelevant to

topics in home science as a subj@iirsar, 6)
However, some participants also reported that gheodunities for growth were not
fairly distributed, as only staff in finance depaent was favoured in most cases. This

finding corelates with Musaazi (2002) who reitedathat professional growth helps to

boost the morale of teachers and motivates themotk harder in their jobs.

For example, whereas all the respondents agreedhihaupport staffs are usually given
opportunity for professional growth, their ratingaried with support staffs being the

lowest. The support staff were only in moderateeptance (mean=3.13), compared to
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Principals’ (mean=3.43) and directors’ of studieme&n=3.79) that the School
administration usually give the support staff oppoities for professional growth to go
for further training. Similarly, although they adigreed that sometimes the School
administration usually give the support staff oppoities for professional growth to go
for in-service training, the support staff respamderatings of 2.94 was the least. This
finding correlates with Okuna (2010) who asserteat imotivated human resources in

rank in real terms are the epicentre of a sucdeas organization.

Another theme, which emerged from qualitative firgdi, was further training for support
staff. This was evident in many aspects but wadabla for only the staff from finance

department. Two respondents reported that:

The support staff such as bursar and laboratory mégn get skills
from such training and this helps them to be effedn their areas
of work, with knowledge acquired after farther timg, the
laboratory technicians at times share with studempics in
Chemistry that he is knowledgeabl€DOS, 9)

Only the bursar has benefited from further trainimgaccounting.
The skills gained in accounting helps him to sharpanself and
hence more efficient but pay from his own padlig®M Chair, 20)

The bursar has always attended the further trainiamgaccounting
skills and this has improved his efficiency in logiag books
accurately and promptly, hence students don’t spenath time

making lines to handle financial issuyésit save time to be in class
for lessons or personal studiéB0S, 16)

From the qualitative findings, it can be concludédt there were cases when some
support staff were taken and considered for furtfe@ning, but this was limited to some
few participants and not all support staff. Heribe, impact was not felt for the whole

support staff. This finding agrees with Owolabi @Z) who reported that the quality of
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human resource has a high correlation with the |leaed quality of institution

performance and productivity.

It also emerged that some Secondary Schools alleir support staffs to go for

workshops and conferences as avenue for profesgjomath. On the scale of 1 to 5, the
support staff respondents rated opportunities gteethem by the School administration
go for workshops and attend conferences at me@&nldfand 2.82, respectively. On the
other hand, the Principals and the director ofistutiad higher ratings on opportunities
given to the support staff by the School adminigima to attend workshops and
conferences. The Principals and the director afistuheld a strong conviction that the
administration always gives the support staff opjpaties to attend both workshops and
conferences when such opportunities arise for psad@al growth. This finding also

concurs with Semugenyi (2000) who observed thatyewestitutional primarily needs

committed and the institution to meet its objedivieowever, and a satisfactory working

environment is a necessity.

Another theme, which emerged from qualitative filgsi, was the attendance of
workshops by support staff. This was reported asadrthe opportunities for growth and
it was adopted by some Principals to train someaustaff. Two respondents reported
that:

The secretaries and accounts clerk workshops aaélable and the
skills learnt help them to serve students effityemtss time wastage
and improves communication skills. This makes siigd® spare
more time for class work lessons or personal stidie Schoal
(DOS, 22)

In our School since | came into my office of Boahdirman the
accounts clerk has attended workshops on book kgegond this
reduces inefficiency while serving studefBOM Chair, 14)
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The School nurse and driver have attended worksangghis helps
them to reduce time wastage due to proper recorpikg and
efficient service to students hence more timeudys{DOS, 8)

From the qualitative findings, it was reported ttisre was to a little extent the use of
workshops for training support staff, which enhahd¢be School achievement. This
finding agrees with Mustapha and Zaizura (2013) wdported that there was a positive

significant relationship between promotion oppoityand job satisfaction.

Equally, it came out clearly that most of the supgtaff who took part in the survey held
a general opinion that even when such professigratth opportunities come they are
never given to them fairly. They believe that somembers of the staff are treated
differently from others, as reflected by their measponse rate of 2.90 (SD=1.16). On
contrary, both the Principals and director of stgdinsisted that the opportunities

professional growth is fairly offered to each membfethe support staff, when they arise.

On how frequently are such opportunities given,resilts of the survey established that
although all the respondents agreed they were Boy Wrequent, the support staff
respondents insisted that they are very rare (n2&i=SD=1.03). The Principals and
director of studies who were surveyed held a coptapinion; they believed that the
opportunities for attending professional growth rses for the support staff are fairly
regular. Similarly, Saharuddin, (2016) agreed traiables of professional growth and
compensation have significant and positive impacjab satisfaction, morale and work
productivity; job satisfaction has significant apdsitive impact on work productivity;

and morale has significant and positive impact onkwproductivity.
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4.5.2 Relationship between opportunities for profesonal growth and students’
academic performance in Public Secondary Schools Kisumu West and Seme Sub-
counties.

Ho3: There is no statistical significant relationshiptiveen opportunities for support
staff professional growth and students’ academicfgomance in Public Secondary

Schools in Kisumu West and Seme Sub-counties.

To find out whether there is any statistical sigpaifit relationship between opportunities
for professional growth and students’ academicqgoerénce in Secondary Schools, the
null hypothesis was tested. A Pearson Product Mor@errelation Coefficient analysis

was used, with scores on the opportunities for supgtaff professional growth as the
independent variable and students’ academic pedioce as dependent variable. The
opportunities for support staff professional growtas computed from frequency of

responses and converted into continuous scale,entiigh scale ratings implied high-

perceived opportunities for support staff profesalogrowth and vice-versa. Students’
academic performance was computed from School K@8&n scores for the last four
years. The significant level (p-value) was set0&t such that if a p-value less than 0.05
means the null hypothesis would be rejected andclesion reached that there is
significant difference. However, a p-value largeart 0.05 would be concluded that a
significant difference does not exists. Table 18wahthe correlation analysis results in

SPSS output.
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Table 18: Relationship between opportunities for supportfgiedfessional growth and

Students’ Academic Performance

Support Staf Students
Professional Growtt Academic
Performance
] Pearson Correlation 1 .220
Zl:g\;:(t): Staff Professional Sig. (2-tailed) 040
N 88 88
) Pearson Correlation .220 1
StudentsiAcademic Sig. (2-tailed) 040

Performance N 88 88

*. Correlation is significant at the 0.05 leveltéled).

The results in table 18 reveals that there wassstatlly significant positive correlation

(r=.220, n=88, p=.040) between opportunities foppeurt staff professional growth and
students’ academic performance, with many oppdiasfor support staff professional
growth associated to better students’ academiopeence. Given that the relationship

between the two variables is statistically sigaifit; the hypothesis that,

“There is no statistically significant relationshyetween opportunities for support staff
professionalgrowth and students’ academic performahcgas rejected. Therefore, it
was concluded that there is statistically significgpositive relationship between
opportunities for support staff professional growtid students’ academic performance.
This suggests that better students’ academic pedioce is enhanced when the support

staff is aware that they have opportunities fofgssional growth.
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On the other hand, to estimate the level of infageaf support staff professional growth
on students’ academic performance, a coefficierdatérmination was computed using

of regression analysis and the result was as siowable 19.

Table 19: Model Summary on Regression Analysis of Influeh&upport Staff

Professional Growth on Students Academic Performanc

Model R R Square  Adjusted R  Std. Error of the Durbin-Watson
Square Estimate
1 220 .048 .037 1.09819 2.095

a. Predictors: (Constant), Support Staff Profesgi@rowth
b. Dependent Variable: Students’ Academic Perfocaan

The model summary in Table 19 reveals that about &%ariation in Students’
Academic Performance was accounted for by Suppttf £rofessional Growth, as
connoted by coefficient &.048. This finding means that variation in the Somp Staff
Professional Growth explains about 5.0%°XR48) of the variability in students’
academic performance. Even though the influenanall, it is a noteworthy influence
on students’ academic performance; hence, it itelicthe importance of Support Staff
Professional Growth on students’ academic perfoomamhis finding agrees with Peter
(2016) in Tanzania who reported that professiomaith has impacts to individual and
organizational performance as it induces motivatgood performance, good relations
and increased remunerations. The findings of stodicate that there were impacts for
non-adherence to promotion procedure, which affantlividual performance and
organization such as poor performance, accumulatei@ssional growth, poor relations

and labor turnover.
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4.6 Relationship between Support Staff Recognitiokfforts and Students’ Academic
Performance in Public Secondary Schools in Kisumu st and Seme Sub-counties.
The fourth objective of the study was to examine tblationship between support staff

recognition efforts andstudentsacademic performancpublic Secondary Schools in
Kisumu West and Seme Sub-Counties. To investidaseobjective, the study explored
the level of support staff recognition efforts bdyetadministration and an inferential
statistics was used to establish whether the stgpadff recognition efforts has statistical

significant relationship withstudentsacademic penfance in Secondary Schools.

4.6.1: The Level of Support Staff Recognition Effas in Public Secondary Schools
The level of support staff recognition efforts argdhe selected Secondary Schools was

investigated using Likert-itemed rating scaled goesaire. The items were rated using a
five point Likert rating ranging from strongly agr¢€5) to strongly disagree (1). For easy
interpretation and applicability in inferential dyss, the response scores were converted
into continuous scale ranging from 1 to 5, wheighar scores represented high level of
recognition efforts of the support staff by the aaistration and vice versa. Table 20
presents the findings on ratings of recognition edforts of support staff by the

administration summarized in mean and standarcatieni
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Table 20: Importance of Support Staff Recognition EffortsStudents’ Academic

performance

Item Support staff Principals DoS
Mean SD Mean SD Mean SD

The School authorities usually
recognize support staff through 4.02 1.05 467 056  4.17 0.83
greetings.
Support staffs are always verbally
appreciated by the School 3.74 1.12 446 059  3.96 0.82
management.
The principal always recognize
support staff for work well done 2.77 1.27 329 104 348 0.79
through writing.
Support staff efforts are usually
recognized individually or in a group

. . X ? 3.33
by being given prizes/individual
award.
Members of support staff are usually
recognized through publicly praises 3.13 1.27 3.92 083 387 0.63
by authorities.
Support staff usually are recognized
by organizing celebrations in the 2.70 1.26 3.13 095 3.26 0.81
School.
The School authorities always give
cash awards to support staff.

1.27 3.83 0.87 3.70 0.88

2.95 131 3.38 1.13 3.48 0.90

Overall Mean 324 086 381 085 370 081

Source: Survey data (2018)

The findings of the study in table 20 establishkdt tthere is reasonable level of
recognition efforts of the support staff by the &ahadministrations, as observed by the
respondents. This was revealed by a mean levedanignition of efforts ratings of 3.24
(SD=0.86), 3.81 (SD=0.85) and 3.70 (SD=0.81), &=drdy the support staff, Principals
and director of studies, respectively. This findolmonstrates the understanding of the
School administration on the fact that effort rattign stimulates productivity and by

constantly giving proper recognition to supportfsteeates proper working environment.
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Generally, effort recognition exhibits that the adlistration appreciates support staff
contribution, which motivates them to go extra-ntileaccomplish duties, assigned to
them. This finding agrees with Thomson (2002), ywbtnted that trust is one of the most
vital element in the recognition/development andintemance of a productive work

environment. Thomson maintains that trust stiteslaecurity and confidence and that

it IS a perquisite to innovation, creativity andbdocommunication system.

From qualitative findings, one theme, which emergeds verbal appreciation. This
language involves positive verbal or written express of appreciation. Most
respondents reported that School Principals comynosked verbal appreciation on

support staff. Some respondents reported that:

Yes.. This is very common in School since in mases; the
principal commends support staff who work wellhait respective
areas. He would encourage the staff to continueuagrharder and

be more diligent in the respective areas of opersito increase
School efficiencyThe secretary and the staff involved in processing
exams and instructional materials sometimes com&doool on
weekends to work so that such materials are readyime for
students simply because they have been recogmzibe ipast and
expect more recognition@DOS, 4)

Yes. This happens a lot in our School since thecjpal always
enhances interpersonal relationship with the supptaff by giving
verbal praises and comments for any work done ipetier way.
(Bursar, 8)

From the interview excerpts, it can be concludeat trerbal appreciation enhances the
motivation of support staff which eventually affe¢heir commitment to student matters
in School. In agreement, Leblebics (2009) revedted the quality of environment like

recognition in a work place determines the leveleofployee motivation, subsequent

performance and productivity.
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On individual ratings, it emerged that the PrintSpnd director of studies generally have
higher equity on level of recognition of effort ¢fie support staff by the School
administration than the support staff themselves. ikstance, while the Principals and
director of studies strongly believed that supptaff are always verbally appreciated by
the School management, as denoted by their memysadf 4.46 (SD=0.59) and 3.96
(SD=0.82) respectively, the support staff themseeld a indifferent position as
reflected by their response of rate 3.74 (SD=1.TRg Principals and the directors of
studies held a strong opinion that verbal appriexiadf the efforts of support staff goes a
long way to motivate them resulting into a positimgpact on the students’ academic
performance. This finding concurs with AdemokoyaD(@), that recognition is a

prerequisite in a congenial working environment dhdt School creates a working
environment that stimulates productivity by confliamgiving proper recognition to

support staff for proper working environment.

Another theme, which emerged from qualitative firgsi, was the use of written
appreciation. It was reported that most Principélgzed written appreciation to motivate
their support staff especially during the Schoatctions. Some respondents reported

that:

The headmaster of the School and Board of Managereeognizes
the position of support staff in School by givirgy aertificates of
commendation for a good job done in the year hemeavork hard
to maintain this always. This enhances academitop@ance of the
students because those entrusted directly withedlutelated to
implementation on academic programs like laboratteghnicians
and support staff in academic office strive to mbettargets set for
them for timely implementation of academic progrélmssar, 9)

The principal always recognizes the role of suppstaff and
appreciates their hard work by giving certificateof

141



commendations. This boosts the self-esteem of gupgadf and
hence they work harder in their department®OS, 10)

From the qualitative findings, it was reported tha¢ use of written appreciation was
well perceived by the support staff and it motidateem. In agreement, Mulwa (2010)
revealed that workers would be more ready to gigeand thought and cooperate with
those who promised some kind of immediate matemaldringe benefits including

recognitions than those who promised them somerfetiure.

However, what came out clearly from the resultshefsurvey is that all the respondents
including the support staff themselves agreed tia School authorities usually

recognize support staff through greetings. This wasfirmed by ratings of 4.02

(SD=1.05), 4.67 (SD=0.56), and 4.17 (SD=0.83) @y shpport staff, Principals and the
director of studies, respectively. It emerged thethool administrations use varied ways
to recognize or show that they value the work thatsupport staff do. For example, it
emerged that in some Schools the support staffteféme usually recognized individually
or in a group by being given prizes/individual adsar This was confirmed by mean
ratings 3.33 (SD=1.27), 3.83 (SD=0.87) and 3.70 {&B8) by the support staff,

Principals and director of studies. In agreementbé&et al. (2012) study reported that
non-financial gifts are more effective at incregsimorker performance than financial

ones.

Another theme, which emerged from qualitative fingi, was the use of cash awards
recognition on support staff. This involved appation of support staff using cash

tokens. Most School Principals practiced this. Soespondents reported that:
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During the annual general meetings, we give thepetipstaff cash
awards in recognition of the work done in the poera year. The
support staff are shown that they are importantthe School

performance as well, kitchen staff are recognizedalnise they help
save time for timely and maximum lesson attendégcpereparing

meals in time(DOS, 6)

The use of cash awards is usually done during ttleo&@ prize
giving days where the support staff are apprecidteda job well
done in their respective areas. The most diligéaff are rewarded
and this motivates them to assist in their variargas hence
support academic efforts by teachgBOM Chair, 19)

From the interview excerpts, it can be concluded the use of cash awards recognition
enhanced motivation among support staff and thiderthem to be more committed in
serving students. Njoroge, (2011) who revealed thatministries use social rewards,
internal equity, individual equity and external gguall of which have a great effect on

employee motivation, supports this finding.

Similarly, the results of the survey show that mm& Schools the support staff is
sometimes recognized by organizing celebrationghim School, where the School
authorities always give cash awards to supportf dbatause of their exemplary
performance. On the other hand, when the resposdere asked whether recognition is
given through writing, the results of the studywlhtbat the recognition through writings
are not very common in most of the Schools. This wedlected by a low response rate of
2.77 (SD=1.27) by the support staff themselves lo@ item “the principal always
recognize support staff for work well done througtiting”. Equally, this finding was
corroborated further when majority of the resportslegjected the researcher’s claim that
“members of support staff are usually recognizedugh publicly praises by authorities”

as was reflected by low rating of 3.13 (SD=1.27}hmy support staff who took part in the
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survey. However, when workers are publicly praisked their contribution and
achievements, others are more willing to do theesgh or even do better to receive
similar recognition. Giving recognitions stimulatesiployees to use their creativity to
achieve the group organizations goal and objectivds agreement, Bradler, Dur,
Neckermann, and Arjan (2011) reported that the iprow of recognition to all workers in

a group increases subsequent performance only ywelakcontrast, scarce recognition
that is only provided to the best performers inraug raises subsequent performance

substantially.

Another theme, which emerged from qualitative fiigli, was the use of public
recognition. This is when the principal in publiatigerings on various areas where they
have excelled recognizes the support staff. Thisaeoes motivation among support
staff. Some respondents reported that:

Yes...this happens a lot in our School where our atgiaff are

recognized by the principal in public in cases véhene does an

exemplary job that is unique and thus the workecobges an

example to the rest of the students who are ahatsg encouraged
to work hard like the recognized support stéifOS, 8)

During the annual general meetings, the supportfstaé given
envelopes by the School principal and this enharteasn work
among them. They are encouraged to work extra hardheir
departments and this eventually enhances acadecheEwement
among studentgDOS, 5)

From the interview excerpts, it can be concludet the use of public recognition was
very essential and commonly used by Principals nooerage other support staff by
giving relevant examples from exemplary workers.isTHinding is supported by

Olurotimi et al (2016) who reiterated that everyrfan being like to be recognized and

appreciated because it is an innate aspiration.
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4.6.2 Relationship between support staff effort remgnition and students’ academic
performance in Public Secondary Schools in Kisumu st and Seme Sub-counties.
Ho4: There is no statistically significant relationshigtween support staff recognition
efforts and students’ academic performance in RuB&condary Schools in Kisumu West

and Seme Sub-counties.

To establish whether there is any statistical §icgmt relationship between support staff
recognition efforts and academic performance inoBéary Schools, the null hypothesis
was tested. A Pearson Product Moment Correlatiosffi€ent analysis was used, with
scores on the support staff effort recognition res independent variable and students’
academic performance as dependent variable. Thpodugtaff recognition efforts
variable was calculated from frequency of respomseschanged into continuous scale,
where high scale ratings implied high perceivedosupstaff effort recognition and vice-
versa. Students’ academic performance was takeswasge mean of School KCSE
scores for the last four years. The significaneldp-value) was set at .05, such that a p-
value less than 0.05 means the null hypothesisdvioeilrejected and conclusion reached
that there is statistically significant relationstbetween the variables. However, a p-
value larger than 0.05 would be concluded thagaifstant relationship does not exists.

Table 21 shows the correlation analysis resul8R©$S output.
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Table 21: Relationship between support staff effort recognitind Students’ Academic
Performance

Staff Recognition Students

Efforts Academic
Performance
- Pearson Correlation 1 181
S el Recogniion  sig. (2-taileq) 092
N 88 88
_ Pearson Correlation 181 1
Sugents ACRAemI® sig. (2-ailed) 092
N 88 88

From Table 21 it is evident that although there wasie positive relationship between
support staff effort recognition and students’ araat performance, the relationship was
not statistically significant (r=.181, n=88, p=.09%iven that p-value was greater 0.05
there was no sufficient evidence to reject the hyfiothesis that,there is no statistically

significant relationship between support staff gffecognition and students’ academic
performancé. Therefore, it was concluded that although there aome positive

relationship between support staff recognition mé$foand students’ academic

performance, the relationship is not statisticaignificant.

Another theme, which emerged from qualitative firgdi, was the use of Salutation by
School Principals. This meant greeting support stadl sharing with them ideas on how
to perform their duties well. Some respondents nteplothat the Principals extensively
utilized this method as it enhanced their self-@steand teamwork. Some respondents
reported that:

The greetings from the principal and teachers t@psut staff

enhances interpersonal relationship among Schoak&rs hence

this helps in delivery as they feel appreciatedthsy other staff in

School This makes support staff also learn to have a good

interpersonal relationship between their fellow wers as well as
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with students hence create a conducive learningremwent for
studentgBursar,7)

This is a common method that the principal usesd&e the support

staff feel very close to him. It motivates suppteff since they feel

they are close to the principal and they work ditigly with very

minimal supervision(DOS, 1)
From the interview excerpts above, it can be cateduthat the use of salutation made
support feel recognized by the principal and tmbkasced teamwork and cohesion with
the School workers. This finding agrees with Amoada, and Kyeremeh (2016) who
reported that the most effective ways to motivaigpleyees to achieve the desired goals
of the organization involve creating an environmemth strong, respectful and
supportive relationships between the organizatimhe@mployees and a focus on genuine

expressions of appreciation for specific employa@evements, service milestones and a

day-to-day acknowledgement of performance excefienc

However, a coefficient of determination (R Squasas computed using of regression
analysis to further estimate the level of influerdesupport staff effort recognition on
students’ academic performance and the result ab@vn in Table 22.

Table 22: Model Summary on Regression Analysis of Influeh&upport Staff Effort
Recognition on Students Academic Performance.

Model R R Square Adjusted R  Std. Error of Durbin-
Square the Estimate Watson
1 1871 .033 .021 1.10708 1.956

a. Predictors: (Constant), Staff Recognition Effort
b. Dependent Variable: Students Academic Performanc
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The model summary shows that only about 3% of tianain Students Academic
Performance was accounted for by Support StaffrEfRecognition, as indicated by
coefficient R=.033. This finding means that variation in the Bomp Staff Effort
Recognition explains about 3% %R033) of the variability in students’ academic
performance, which is statistically insignificaievertheless, it is notable that at least
there is some positive influence of support stéfirerecognition on students’ academic
performance. This therefore it indicates the imguace of support staff effort recognition
on students’ academic performance, meaning thatamnot be totally ignored. In
agreement, Shariful et al (2014) who reported thatrelationship between employee
contribution and appreciation is significant. Tlesult further indicates that the direction
of the associations is positive in which it impltbsit the more the more appreciation is

given to the employees, the possibility of thenpeoceive of recognition will be higher.

Another theme, which emerged from qualitative firgi, was the use of group
recognition by the School Principals. This was ewmid mostly during the School
gatherings and it was majorly applicable when tlppsrt staff had done some

commendable work. Some respondents reported that:

We feel motivated and appreciated especially dutimg School
Annual General Meetings. We are given tokens irenatmanner
to show that we have been working well in Schoch &sam. This
has made us to willingly assist students in Schoaokork harder,
since we extend the same teamwork when we dealstutlents’
issues or helping implement their academic progranth the help
of teachers.(Bursar, 8)

There are departmental appreciation given to usthg School
administration. This enhances team work among suggaff hence
they are more eager to help students in Schoohéir respective
areas” (bursar 10)

148



From the qualitative findings above it can be coded that the School Principals
commonly and frequently used the use of group neitiog and it enhanced staff
motivation, which eventually enhanced studentsacéd@chievement among students.
This finding agrees with Mbah et al (2016) who meo that that some non-financial
rewards of employee recognition, conducive workimmment and staff development
are positively and significantly related to empleyeerformance in civil service.

4.7 Relationship between Support Staff PromotionaDpportunities and Students’
Academic Performance in Public Secondary Schools iKisumu West and Seme

Sub-counties.
The fifth objective of the study was to investigéte relationship between support staff

promotional opportunities andstudentsacademic pedoce in public Secondary
Schools in Kisumu West and Seme Sub-counties. Toead the objective; the level of
support staff promotional opportunities was examia@d an inferential statistics was
used to establish whether the support staff pramati opportunities has statistically
significant relationship withstudents academic perfance in Secondary Schools.

4.7.1: Findings on relationship between support stepromotional opportunities
professional growth and students’ academic performace in Public Secondary
Schools

A Likert-itemed scaled questionnaire was used ttagdevel of support staff promotional
opportunities towards enhancing students academiifonmance. The rating on a five
point ranged from strongly agree (5) to stronglgadiree (1), where higher scores

represented high influence of promotional oppottesiof support staff on students
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academic performance and vice versa. Table 23Epteghe findings on promotional

opportunities summarized in mean and standard tiewia

Table 23: Level of Support Staff Promotional Opportunities

Item Support staff Principals DoS
Mean SD Mean SD Mean SD

The School management always
promote support staff to the next
superior rank or position if such
opportunities arise.

The School management always
promote support staff to the nextjob 241  1.24 346 1.02 3.48 0.90
group if one deserves it.

The School authorities usually use

certificates as an ewdenc_e for 213 097 395 0.99 3.70 0.88
advancement to the next job group or
position/rank.

The management usually look into
experience or length of service/stay to
promote a support staff to the next
job group or position/rank.

The management usually considers
closeness to School authority for
promotion of a support staff to the
next rank/position or job group.

The promotion to the next job group
or position/rank is usually done by

the School management fairly in this
School.

2.68 1.25 3.33 0.96 3.78 0.95

2.80 1.23 3.58 0.93 3.52 1.04

2.84 1.11 2.08 0.88 2.48 0.99

2.13 0.97 3.79 0.98 3.70 1.02

Mean average 242 065 325 066  3.44 0.71

Source: Survey data (2018)

The results of the survey revealed that althougdrethare largely low promotional
opportunities for the support staff in Secondanhddds in Kisumu West and Seme
counties, there is a mixed rating among the stusgpondents. The support staff
respondents’ ratings on the opportunities availaloe their promotion was lower

(mean=2.42; SD=0.65) than both the Principals’ dimdctors’ of studies ratings which
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were at 3.25 (SD=0.66) and 3.44 (SD=0.71), respelgti This finding was also reflected
by the ratings on the individual items. This fingliagrees with Sharma (2004) who
observes that any fringe benefit attached eithesfficial extra or work or promise of

promotion has majorly in effect of causing the wndiual sacrifice towards work. Welch

(2006), added that money, recognition, trainingrke&cs qualifications, attitudes and
experience are the basis tools required to motiaate train top performance. This is
pointed out as well by Olaya, (2011) who suggdsa$ to maximize employees output,

they need to be comfortable at both work and hameihimize stress and stressors.

From qualitative findings, one theme, which emergeds use of job experience in
promotion. This was utilized in appointment to heglgrades among support staff within
School. However, it was not uniformly applied amoayj support staff. Some
respondents reported that:

We work very efficiently and our promotion is basedyears of

experience in one’s job. | was promoted to a higbbrgroup after |

had stagnated for so lon¢Bursar, 2)

Promotions are determined by the job experienaanigis area. One

of our cooks was promoted to the position of heamk decause he

had served the longest in that department, was yandtimely

preparations of meals which enhance implementadbacademic

programs, he even became more useful in beatindlidea in his

work in the departmen(BOM Chair, 6)
From the interview excerpts above, it can be cateduthat promotion was available but
it depended on years of experience of support.diafagreement, Leblibics (2009) in

Turkey reported that in quality of environment liggpomotional opportunities in a work

place determines the level of employees’ motivatisnbsequent performance and
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productivity. For instance, whereas all the responsl agreed that the support staffs are
sometimes given opportunity for promotion when deaarise, their ratings varied with
support staffs being the lowest. The support stadfe only in moderate acceptance
(mean=2.68), compared to the Principals’ (mean33.88d directors’ of studies
(mean=3.78) rating that the School administratisually give the support staff

opportunities for promotion.

The support staff eluded that although their Schmahagement sometimes promote
support staff to the next superior rank or positisuch opportunities are extremely rare.
Similarly, although they all agreed that sometintles School management promote
support staff to the next job group if one desertgbe support staff respondents ratings
of 2.41 was the least. This finding agrees with &ars (2002) who concurs that job
satisfaction in educational institution in Abuja,ubdazi (2002) added that promotion
helps to boost the morale of teachers and motithtra to work harder in their jobs.
Another theme, which emerged from qualitative firgli, was the use of certificates
acquired by a support staff. This meant that praznotvas awarded on the bases of new

certificates that were acquired by the supporf.s&ime respondents reported that:

We have had promotions which resulted from acquu&pers, like
our bursar, got promoted to another higher job goobecause he
had attained higher accounting qualifications, weceurage
students to follow their examples by working haodget good
grades for promotion to the next class or univgrsit case of
candidates.

(DOS, 3)

The support staff are promoted on the bases ofptqeers they
obtain. In our case, once an individual attains sonigher papers,
they get promoted and this makes them work hartdéneir areas
and serve as an example to the students that hamk \ways.
(Bursar, 6)
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From the interview data above, it can be conclutthed the promotional opportunities
that are available due to use of certificates makgwport staff to be more diligent at
work and this further enhancesstudents academiewashent of students. This finding is
in agreement with Koppensteiner (2017) study inzBravhich reported that after the
adoption of automatic promotion in treatment Schadbé difference between treated, and
control Schools almost completely disappears. Tleetof automatic promotion is much
smaller for the top two quartiles and not stat@hc significant, yet still negative and

non-negligible in magnitude.

It also emerged that some Secondary School austise certificates as an evidence for
advancement to the next job group or position/remmksupport staff. However, on the
scale of 1 to 5, the support staff respondentsdréggel of using certificates as an
evidence for promotion at mean of 2.13, indicatihgy hold the notion that their
administrations hardly recognize their certificat®s the other hand, the Principals and
the director of studies had higher ratings on tke af support staff certificates as an

evidence for promotion to the next level of empl@yposition.

The Principals and the director of studies who tpakt in the survey held a strong
conviction that promotions to the next job groupposition/rank are usually done by the
School management fairly to those who deserve.h@rcontrary, the support staff who
participated in study did not fully believe thath®ol management are always fair during
promotion of the support staff to the next rankloa rating of 2.13 reflected this.

Equally, it came out clearly that most of the supgtaff who took part in the survey held

a general opinion that the management hardly ladk iexperience or length of
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service/stay to promote a support staff to the jExgroup or position/rank, as indicated
by a mean of 2.80. They believe that some memUettsecstaff are not treated equally;
they purport that some are favoured than otherss filtnding corelates with Mustapha
and Zaizura (2013) who reiterated that there wagsositive significant relationship

between promotion opportunity and job satisfactiGmnganization should consider this

variable in promoting satisfaction among employieesrder to retain their best brain.

Another theme which emerged from the qualitativediilg was the length of stay in
School. This meant that some School workers wesmpted on the bases of having been
in School for quite long. This made the supportf$&dt appreciated. Some participants

reported that:

Yes.. we use length of stay in School as well tonpte support

staff. At times the principal promote workers wlavd been at the

School for long due to their loyaltgBursar, 10)

This happens in School since there are workers hdve stayed for

so long in School without promotion. This has heélpeme workers

to move from one grade to a higher gra@@0OS, 7)
From the qualitative findings, it can be concludkdt promotion was available on the
bases of length of stay in School. This made tippaen staff to feel that their skills are
appreciated and they would then work harder tosastudents. This finding agrees with
Peter (2016) study in Tanzania, which reported phamotion has impacts to individual
and organizational performance as it induces mwtima good performance, good

relations and increased remunerations. The findofgstudy indicate that there were

impacts for non-adherence to promotion procedurajchw affects individual and
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organization performance such as poor performaaceumulated promotion, poor

relations and labour turnover.

On the contrary, both the Principals and direcfostodies insisted that the opportunities
for promotion are fairly given to deserving supsigff employees, when they arise. This
was denoted by rating of 3.46 (SD=1.02) and 3.48D=0.90) by the Principals and
director of studies, respectively. The administrasi believe that ppromotion plays a
crucial role in staff development motivation anchancing performance; it is aimed at
influencing the achievement level as the suppait stvork effectively and efficiently to
be promoted Another theme, which also emerged fiqumlitative findings, was
fairness in promotion. Most participants reportedt the promotions were relatively fair
and without favouritism in the manner in which thegre done. One of the participants
reported that:

Our promotions are done fairly and they are in Iwé&h standard

procedures. This encourages other support stalfetavery positive

and work hard (Bursar, 18)
From the interview excerpt above, it can be coraiuthat fairness in promotions led to
increased work commitment, which would eventuallghance studentsacademic
achievement among students. This finding is sinmaBaharuddin’s, study (2016) who
reported that the variables of promotion and corspgon have significant and positive
impact on job satisfaction, morale and work proouitgt job satisfaction has significant
and positive impact on work productivity; and merabs significant and positive impact
on work productivitysimilarly, Naveed, Usman, and Bushra, (2011) also reported tha

promotion has a modest and positive effect on @isfaction.
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4.7.2 Relationship between support staff promotiodaopportunities and students’
academic performance in Public Secondary Schools Kisumu West and Seme Sub-
counties.

Ho5: There is no statistically significant relationshyetween support staff promotional
opportunities and students’ academic performancePurblic Secondary Schools in

Kisumu West and Seme Sub-counties.

A Pearson Product Moment Correlation Coefficienalgsis was used to investigate
whether there is any statistical significant relaship between support staff promotional
opportunities and students’ academic performanc®eicondary Schools. This was done
by testing the null hypothesis, with scores ongupport staff promotional opportunities
as the independent variable and students’ acadeenformance as dependent variable.
The support staff promotional opportunities was patad from frequency of responses
and converted into continuous scale, where higles@ings implied high-perceived

opportunities for support staff promotional opparties and vice-versa. Students’
academic performance was computed from School K@8&n scores for the last four
years. The significant level (p-value) was set&t such that if a p-value less than 0.05
means the null hypothesis would be rejected andcclesion reached that there is
significant difference. However, a p-value largeart 0.05 would be concluded that a
significant difference does not exists. Table 2dvwahthe correlation analysis results in

SPSS output.
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Table 24: Relationship between support staff promotional opputies and Students

Academic Performance

Staff Promotiona StudentsAcademic

opportunities Performance
. Pearson Correlatic 1 .28C
Staff Promotional Sig. (:tailed] 00¢
PP N 88 88
. Pearson Correlatic .28C7 1
Studentscademic  gjg (; tailed 00¢
erformance N 88 88

**_Correlation is significant at the 0.01 level&iled).

The findings presented in Table 24 reveals thakethas statistically significant positive
correlation (r=.280, n=88, p=.008) between supptaff promotional opportunities and
students’ academic performance, with high oppotiesifor support staff promotions
associated to better students’ academic perform&igen that the relationship between
the two variables is statistically significant, thgpothesis that,there is no statistically
significant relationship between support staff podional opportunities and students’
academic performantewas rejected. Therefore, it was concluded thatrehis
statistically significant positive relationship teten support staff promotional
opportunities and students’ academic performanbe Juggests that students’ academic
performance is improved when the support staffwsra that they have promotional
opportunities. This finding agrees with Udin, Sand Martono (2018) who reported that
there is a significant influence of promotion o jeerformance. The data diversity was
explained using path analysis model of 62.2%, wttie rest was explained by other
variables not included in the model and error.

On the other hand, to estimate the level of infagerof support staff promotional
opportunities on students’ academic performancepefficient of determination was

computed using of regression analysis and thetresd as shown in Table 25.
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Table 25: Model Summary on Regression Analysis of Influeh&upport Staff

Promotional Opportunities on Students’ Academicf@anance.

Model R R Square Adjusted R Std. Error of Durbin-Watson
Square the Estimate
1 .280° .079 .068 1.08053 2.011

a. Predictors: (Constant), Staff Promotional opjaties

b. Dependent Variable: Students Academic Performanc

The model summary reveals that about 8% of vanatio students’ academic
performance was accounted for by the availabilify sopport staff promotional
opportunities, as signified by coefficient=R079. This finding means that variation in the
support staff promotional opportunities explainsw@h8% (R=.079) of the variability in
students’ academic performance. This finding agvads Nwude and Uduji, (2013) who
reported that an intense desire for promotion wawdt motivate a health worker to a
greater effort.

4.8 Multiple Regression Analysis
The study sought to establish a linear model tbatdcbe used to describe the optimal

level of students’ academic performance given wericaspects of support staff
motivational practices. This was done by use ofddad multiple regression analysis,
where all the five aspects of support staff motorad! practices used as independent
variables were factored in the model at once. Atipletregression was suitable because
it helped to investigate how well the set of thdependent variables was able to predict
the students’ academic performance. The analysg®ed information about the relative
contribution of each of the variables that makehgmodel. Each independent variable

was evaluated in terms of its predictive power,rcumed above that offered by all the
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other independent variables. It enabled the rekearto know how much unique
variance, in the dependent variable, each of tdepandent variables explained. Table
26 is a regression analysis model summary SPS$itoutp

Table 26: Regression Analysis Model summary output: Supgaft Botivational

Practices on Students Academic Performance

Model R R Square Adjusted R  Std. Error of Durbin-
Square the Estimate ~ Watson
1 377 142 .090 1.06788 2.025

a. Predictors: (Constant), Staff Bonding Trips fiS2@omotional
opportunities, Support Staff Professional GrowttaffSRecognition Efforts,
Satisfaction of Salary Structure

b. Dependent Variable: Students Academic Performanc

In the model summary "R" column represents theevaliR, the multiple correlation
coefficients, which is a measure of the qualityhef prediction of the dependent variable
(students’ academic performance) in public Secondachool. The value of .377
indicates a good level of prediction. However, ¥htie of R Square (.142) indicates how
much of the variance in the students’ academicoperdnce was explained by the
support staff motivational practices. This valupressed as a percentage means that the
model accounted for 14.2 percentage of the varianstudents’ academic performance.
This is the proportion of variance in the studeatsademic performance that is explained
by the support staff motivational practices aloitejs the proportion of variation
accounted for by the regression model above andrnaethe mean model. However, to
assess the statistical significance of the resultas necessary to look at the ANOVA

results shown in Table 27.
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Table 27: ANOVA-Support Staff Motivational Practices and $tud’ Academic

Performance

Sum of df Mean F Sig.
Square Square
Regression 15.460 5 3.092 2711 .02¢
1 Residual 93.511 82 1.140
Total 108.971 87

a. Dependent Variable: Students’ Academic Perfooaan

b. Predictors: (Constant), Staff Bonding Trips,flSfaomotional opportunities,
Support Staff Professional Growth, Staff Recognititiforts, Satisfaction of
Salary Structure

The ANOVA was used to test the null hypothesis thaltiple R in the population equals
0. In this case the model reached statistical fagmice [F (5, 82) =2.711, ’R.142,
sig.=.026], implying that the model was highly sfgrant and adequate enough to
explain the variance in academic performance iroS@éary Schools. In other words, the
results show that the support staff motivationaacgices significantly predict the
students’ academic performance, meaning the ragressdel is a good fit of the data.
Evaluating Contribution of each of the Independentvariables

The study sought to investigate the level of ctwition of the individual support staff
motivational practices variables factored in thedeian the prediction of the students’
academic performance. This was shown by coeffisigatues; a look at the coefficients
values reveals that each independent variable ibates differently to the model, as in

Table 28.
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Table 28: Coefficient Output: School Support Staff MotivasibRractices and Students’

Academic Performance

Model Unstandardized  Standardized T Sig.  95.0% Confidence
Coefficients Coefficients Interval for B

B Std. Beta Lower  Upper

Error Bound Bound
(Constant) 3.260 .558 5.844 .000 2.150 4.370
Staff Promotional opportunities .379 .182 .294 2.078 .041 .016 741
Staff Recognition Efforts .028 .159 .022 179 .858 -.344 .287
Support Staff Professional Growt 144 .136 122 1.054 .023 008 .296
Satisfaction of Salary Structure 210 273 133 .769 .004 .005 424
Staff Bonding Trips .301 151 .264 1.994 .049 .001 .601

a. Dependent Variable: Students’ Academic Perfooean

To compare the level of influence of different sappstaff motivational practices, a
standardized coefficient was used because the s/étuesach of the different variables
were converted to the same scale (standardizeth)asdhey could be easily compared.
From the model it is evident that the various atpex support staff motivational

practices contributed differently in influencingudents’ academic performance. For
example, availability of support staff promotiomglportunities had the highest influence
on students’ academic performance, while suppait secognition of effort made the

least contribution in explaining the variability tfe model. The variable ‘support staff
promotional opportunities’ had the largest betaffawent of .294, implying it made the

strongest unique contribution in explaining the iafaitity in students’ academic

performance. This means that a one standard daviase in the level of support staff
promotional opportunities leads to a .294 standladation rise in students’ academic
performance, with the other variables held constéhé beta value for the support staff
recognition of effort was the lowest at .022, irading that it made the least contribution

to the model; a one standard deviation improverrestipport staff recognition of effort
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would only leads to a 0.022 standard deviation gase in students’ academic
performance, with the other variables in the mduadl constant, however this effect was
not significant (p=.858). In other words, it didtnoake statistically significant unique

contribution to the model.

The regression prediction model

The study sought to develop a regression modehforelationship between the support
staff motivational practices and students’ academecformance. This model was
appropriate because each of the explanatory vasakhs independent and non-mutually
exclusive.

Inthismodel: Y =B,+B1X1+BoXo+B3X3+BaXa+ fsXste.

Where: Y is School academic performance
X1 Support staff promotional opportunities
X2 Support staff recognition effort
X3 Support Staff Professional Growth
X4 Support Staff Salary Structure
X5 Support staff bonding trips

Predicated optimum level of students’ academicgoerdnce was presented by:
3.2601units + .379xunits + .028 X runits + .144 Xsunits + .210x% units + .301x

units + error

From the model, the coefficients indicate how m#re/students’ academic performance
varies with an independent variable when all otlmetependent variables are held
constant. For example, the unstandardized coafticd¢;, for support staff promotional

opportunities is equal to .379 means that for eawcb-unit increase in support staff

promotional opportunities in a School, there is iaorease in students’ academic
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performance of .379 units. Similarly, for each amt increase the support staff bonding
trips, there is an improvement in School acadeneidopmance of .301 units. On the
contrary, for a unit increase in support staff gff@ecognition, there would be only .028

units’ improvement in students’ academic perfornganc

In general, although one variable (support stafbrefrecognition) was not statistically
significant, it was concluded that the model wascate to predict students’ academic
performance; it was statistically significant siigance [F (5, 82) =2.711,%R.142, sig.
=.026].A respectable variability={4%) in students’ academic performance is explained

by motivational practices.
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CHAPTER FIVE
5.0 SUMMARY OF FINDINGS, CONCLUSION & RECOMMENDATIO NS

5.1 Introduction

This chapter presents the summary of findings, losian & recommendations of the
study.

5.2 Summary of Findings

5.2.1 Relationship between Support Staff Bonding Tjps and Students Academic
Performance in Public Secondary Schools

The first objective of the study was to investigtte relationship between support staff
bonding trips and students’ academic performanceuhblic Secondary Schools in
Kisumu West and Seme Sub-counties. The findingdestriptive statistics established
that there is generally moderate importance ofsigport staff bonding trips towards
enhancement of students’ academic performancebssned by the respondents. This
was revealed by a mean rating of 2.71 (SD=0.99)) 2SD=0.98) and 2.89 (SD=1.00),
as rated by the support staff, Principals and tbreof studies, respectively. On
individual ratings, it came out that the Principaled director of studies generally have
higher perception of importance of support stafhding trips on students’ academic

performance than the support staff themselves.

From inferential analysis, there was statisticaliynificant positive correlation (r=.245,
n=88, p=.022) between support staff bonding tripd students’ academic performance,
with improved support staff bonding trips assodate better students’ academic
performance. The model summary reveals that thed hStaff Bonding Trips accounted

for 6.0%, as signified by coefficient R2=.060, bktvariation in Students’ Academic
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Performance. This finding implies that variation time level of Staff Bonding Trips
explains about 6.0% of the variability in Studenfstademic Performance. This is
sizeable influence by one predictor on a dependaniable; hence, it reveals the

importance of Staff Bonding Trips on students’ aradt performance.

From qualitative findings, the themes, which emdrdgem staff bonding trips, was
commitment to work. This meant that bonding triph@aced work commitment among
support staff and this led to increased studertadamic performance in the School.
Another theme, which emerged from staff bondingstriwas feelings of recognition,

promotion of interpersonal relations and increasgtergy.

5.2.2 Relationship between support staff salary sicture and Students’ Academic
Performance in Public Secondary Schools in Kisumu st and Seme Sub-counties.
The second objective of the study was to examiaeaehationship between support staff
salary structure andstudentsacademic performanc@ubiic Secondary Schools in
Kisumu West and Seme Sub-counties. The findingbettudy show that majority of the
support staffs in Secondary Schools in Kisumu Véest Seme Sub-Counties are barely
satisfied with their salaries. This was indicatgdeir mean rating of 2.50 (SD=0.69) in
the salary satisfaction scale of 1 to 5. This iegplihat the support staffs are generally not

motivated to work which could have negative imparttheir performance.

There was statistically significant positive coatedn (r=.228, n=88, p=.033) between
satisfaction on support staff of salary structurd atudents’ academic performance, with
high satisfaction on support staff of salary stmoetassociated to enhanced students’

academic performance. The model summary indicdétasthe level of satisfaction on
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support staff salary structure explains about 58signified by coefficient &.052, of
the variation in Students Academic Performances Tiniding suggests that variation in
the satisfaction on support staff salary strucexplains accounts for about 5.0% of the

variability in students’ academic performance.

From qualitative findings, the themes, which emdrgeere enhanced Service delivery
by support staff. It was reported that salary stmecdetermined the service delivery in
the School hence higher academic achievement arsmtgnts. Other themes, which
emerged from qualitative findings, were increasexdivation, increased job satisfaction,

and increased work commitment.

5.2.3 Relationship between support staff professiah growth and Students’
Academic Performance in Public Secondary Schools iKisumu West and Seme
Sub-counties.

The third objective of the study was to investigdie relationship between support staff
professional growth andstudentsacademic performangaiblic Secondary Schools in
Kisumu West and Seme Sub-counties. The findingh®fsurvey revealed that there is
slightly above average rating on the availabilifyopportunities for professional growth
among the support staff employees in Secondary @&ho Kisumu West and Seme
counties. However, the support staff respondemtshgs on the opportunities available
for their professional growth of was lower (meargd2. SD=0.95) than both the
Principals’ and directors’ of studies ratings (me2u34). This finding was also reflected

by the ratings on the individual items.
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There was statistically significant positive coateédn (r=.220, n=88, p=.040) between
opportunities for support staff professional growtid students’ academic performance,
with many opportunities for support staff professib growth associated to better
students’ academic performance. The model sumneaats that about 5% of variation
in Students’ Academic Performance was accountedoyoSupport Staff Professional
Growth, as connoted by coefficienf=R048. This finding means that variation in the
Support Staff Professional Growth explains abo0#6(R=.048) of the variability in
students’ academic performance. Even though theemfe is small, it is a noteworthy
influence on students’ academic performance; heitcedicates the importance of

Support Staff Professional Growth on students’ apad performance.

From qualitative findings, the themes which emergadopportunities for professional
growth was in-service training, further training &upport staff, attendance of workshops

by support staff.

5.2.4 Relationship between Support Staff Recognitio Efforts and Students’
Academic Performance in Public Secondary Schools iKisumu West and Seme
Sub-counties.

The fourth objective of the study was to examine tblationship between support staff
recognition efforts andstudentsacademic performancpublic Secondary Schools in
Kisumu West and Seme Sub-counties.The findinghefstudy established that there is
reasonable level of recognition of efforts of thapport staff by the School
administrations, as observed by the respondents. Was revealed by a mean level of
recognition of efforts ratings of 3.24 (SD=0.86)3B (SD=0.85) and 3.70 (SD=0.81), as

rated by the support staff, Principals and direofstudies, respectively.
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There was some positive relationship between supgiaff effort recognition and
students’ academic performance, the relationship ea statistically significant (r=.181,
n=88, p=.092). The model summary shows that onbuaBB% of variation in Students’
Academic Performance was accounted for by Suppaft Bffort Recognition Efforts as
indicated by coefficient &.033. This finding means that variation in the o Staff
Recognition Efforts explains about 3%*6R033) of the variability in students’ academic

performance, which is statistically insignificant.

From qualitative findings, the themes, which emdrgeas verbal appreciation. This
language involves positive verbal or written express of appreciation, use of written
appreciation, use of cash awards recognition opatigtaff, use of group recognition by
the School Principals use of public recognition amk of Salutation by School

Principals.

5.2.5Relationship between Support Staff PromotionaDpportunities and Students’
Academic Performance in Public Secondary Schools iKisumu West and Seme
Sub-counties.

The fifth objective of the study was to investigéte relationship between support staff
promotional opportunities andstudentsacademic pedoce in public Secondary
Schools in Kisumu West and Seme Sub-counties. &bdts of the survey revealed that
although there are largely low promotional oppoaitiaa for the support staff in
Secondary Schools in Kisumu West and Seme countiess is a mixed rating among
the study respondents. The support staff resposdeatings on the opportunities
available for their promotion was lower (mean=2.89=0.65) than both the Principals’

and directors’ of studies ratings which were ab32D=0.66).
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There was statistically significant positive coateédn (r=.280, n=88, p=.008) between
support staff promotional opportunities and stugleatademic performance, with high
opportunities for support staff promotions ass@cato better students’ academic
performance. The model summary reveals that ab&ttdB variation in Students
Academic Performance was accounted for by the ahiéitly of support staff promotional
opportunities, as signified by coefficient=R079. This finding means that variation in the
support staff promotional opportunities explainsw@h8% (R=.079) of the variability in

students’ academic performance.

From qualitative findings, the themes, which emdrgeas use of job experience in
promotion, use of certificates acquired by a supgi@aff, the length of stay in School and

fairness in promotion.

5.3 Conclusion

The following are major conclusions of the studgdzhon the findings of the study:
Bonding trips are rare in Schools and depend onladility of funds evidenced low
rating by support staff, Principals and directofsstudies; however, it's important in
motivation and productivity according staff suppdfrincipals and directors of the
studies. It has a moderate relationship with sttelescademic performance taking a

share of 6% among other contributing variables.
A majority of support staff earns low salary thatfar from meeting their financial

demands and only close to a fifth is satisfied wite salary they earn. Partially this

explains the low mean score or students’ acadeneifogmance in most public
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Secondary Schools in Kisumu West and Seme Sub t@ésumMajority are not happy

with their salaries they earn.

Support staff professional growth is offered in &l according to the ratings of the
respondents, though ratings of the administratiot directors of studies are slightly
higher. The study also found out that the profesdiopportunities are mainly confined
to specific departments or individuals in most Stbpthat is the accounts office and lab
technicians, but for further training, the sameivittals mainly carter for the financial

requirements from their pockets. The study alsockaled that there is a correlation
between professional growth and academic performanith professional growth

contribution a share of 5% among the variables.

It is evident that recognition efforts by the adisiration are average. Greetings and
group recognitions are on the lead according tpaedents rating. It is also evident that
there is a correlation between recognition effamnsl students’ academic performance,
but among the selected independent variablessrsthdy, recognition efforts contributes

the least (3%) in terms of its influence on studeatademic performance.

The study revealed that although promotional opaties are available to support staff,
they are few or rare. Experience, certificates l@ngth of stay in School, which are the
yardsticks for promotion, are also rarely or hamdlgognized or used for promotion. It is
also clearly evident that there is a glaring atigince in rating by support staff (the core

respondents) whose ratings are low and the othsporglents in the administration
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(Principals & directors of studies) whose ratinge alightly higher in all the five
independent variables which are considered taamite students academic performance

in the study.

However, among the five independent variables is $kudy, promotional opportunities
has the strongest statistical significance or lefeinfluence or correlation to students
academic performance and contributes the highesies(8%) to or on the students

academic performance of the five independent viasab

5.4 Recommendations
The following recommendations were done as pefitisengs of the study

1. The School Principals should make bonding tripa asotivational practice more
regular and structured. This is because the firgdindicated that bonding trips
has a moderate relationship with students’ acad@eiformance taking a share
of 6% among other contributing variables.

2. The Schools Boards of Management should put ineplaxms and conditions of
service for their employees to have structured wugwaobility. There is need for
School administration to streamline responsibgitie avoid work duplication so
that the number of employees are reduced. The reamay then can increase
salaries so that they can be happy because oathealaries given to them. This
will add value in their productivity hence influenon the academic performance.

3. The Board of Management in Schools should ensheestare structures that
enhance fair and equitable offer of professionawgin opportunities among

members of support staff so that multiplier effeCprofessional growth is felt in
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the whole of support staff fraternity hence positiinfluence on academic
performance

. The Board of Management in Schools should emplgtesys that would identify
recognition efforts that elicit high productivitigreate good working good
relationships and other recognition efforts thatuldomaximize productivity
among specific departments support staff cadres. Mhanagement should lay
emphasis as well as vary the recognition efforts #re popular with support
staff. This would maximize productivity and jobtiséaction per support staff
cadre hence positive influence on academic perfocma

. The Ministry of Education in Kenya should ensuratttihe structures in place are
cost effective and there are predictable promopoocedures put in place by
School management to give assurance to the sugiadirabout their job mobility
to sustain the productivity tempo. This is becatlse findings of this study
confirm that promotional opportunities contributee tlion share to influence on
academic performance compared to other indepenaeiatbles considered in the

study.
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5.5 Suggestions for Further Research
From the study, the researcher realized that tisareed to do further investigation in the

following areas;

1. The researcher realized that it would be cumbersantecomplex in terms of
data analysis to include other possible target [adjom like students into study as
respondents, it is therefore suggested that funtesearch should be done to
gauge the perception of students and support abafdit the influence of support
staff motivational practices on students’ acadgmeicdormance.

2. A study should be carried out to rate differenggation efforts to support staff,
which emerged as themes in this study and thdiente on support staff work
productivity and students’ academic performance.

3. A study should be carried out to establish the stupgtaff motivational practices
that would influence students’ academic performanamong different

departments or support staff cadres.
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APPENDIX A : LETTERS OF AUTHORITY TO CONDUCT RESEAR CH

APPENDIX A (i) : LETTER OF AUTHORITY FROM POST GRAD UATE

STUDIES JOUST

JARAMOGI OGINGA ODINGA UNIVERSITY OF SCIENCE & TECHNOLOGY
BOARD OF POSTGRADUATE STUDIES

Office of the Director
Tel. 057-2501804 P.0. BOX 210 - 40601
Email: bps@jooustac.ke BONDO
Our Ref: E161/4315/2015A Date: 5" December 2018

TO WHOM IT MAY CONCERN

RE: HEZRON BARKEY OYOLLA — E161/4315/2015A

The above person is a bona fide postgraduate student of J aramogi Oginga Odinga University of
Science and Technology in the School of Education pursuing PhD in Educational Administration.
He has been authorized by the University to undertake research on the tonie:

Relationship between selected support staff motorapractices and Students academic
nerformance inniihlic Secnndary Schnnlg in Kiciimii \Weat and Seme-Cniintiac

Any assistance accorded to him shall be ap recmted

Thank you,

@ =
Y51 i /
PProf. Dm%o

DIRECTOR, BOARD OF POSTGRADUATE STUDIES
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APPENDIX A (ii) : AUTHORITY FROM SUB-COUNTY DIRECTO R KISUMU

WEST

REPUBLIC OF KENYA

MINISTRY OF EDUCATION SCIENCE AND TECHNOLOGY
STATE DEPARTMENT OFBASIC EDUCATION

KISUMU WEST DISTRICT
P.O. BOX 3001-40100

WHEN REPLYING QUOTE KISUMU
knortheducationoffice@gmail.com
Tel: 020785643/44
REF: KSM/N/ADM/SCH/2/VOL.1 = 3%° JANUARY 2019

TO WHOM IT MAY CONCERN

RE: HEZRON BARKEY OYOLLA - E/161/4315/2015A

The above named is a Ph.D student who is carrying out research on

Relationship between selected support staff motowapractices and Students academic
nerfaormance in nithlii Sernndary Srhnnle in Seme and Kiciimii \Weact-cniintiec

The purpose of this letter is to ask you to give him the necessary assistance

SUB—C.OUNT‘( DIRECTOR OF

=DUCATION
\ TY
CISUMU WEST SUB-COUN
ALB / LANGAT  (SCDE]
SUB TY DIRECTOR OF EDUCATION

197



APPENDIX A (iii) : AUTHORITY FROM SUB-COUNTY DIRECT OR SEME

MINISTRY OF EDUCATION
STATE DEPARTMENT OF EARLY LEARNING & BASIC EDUCATION

Telegrams:
Telephone: Kisumu (057) 2022626
When replying please quote

SUB-COUNTY EDUCATION OFFICE,
SEME SUB-COUNTY,
P.0.BOX 19,

) PAW-AKUCHE
REPUELIC OF KENYA

SSC/GA/23/8/VOL.1/133 03/01/2019

TO WHOM IT MAY CONCERN

RE: RESEARCH AUTHORIZATION - HEZRON BARKEY OYOLLA - E161/4315/2015A

The above named is a PHD student at JARAMOGI OGINGA ODINGA UNIVERSITY OF
SCIENCE & TECHNOLOGY.
He has been given authority to carry out researchon' Relationship between select:

motivation practices and Students academic perforroa in public Secondary Schools. in
Seme and Kisumu West Sub-counties

Any assistance accorded to him to accomplish the assignment will be highly appreciated.

Thank you.

SUB-LA UN
- - -
4 DI VI 3 AUy N f

)

{

OTIENO BEATRICE (MRS)
SUB-COUNTY DIRECTOR OF EDUCATION
SEME.
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APPENDIX A (iv) : RESEARCH AUTHORITY FROM NACOSTI

Lo
N

i

NATIONAL COMMISSION FOR SCIENCE,
TECHNOLOGY AND INNOVATION

Telephone:+254-20-2213471, NACOSTI, Upper Kabete
2241349,3310571,2219420 Off Waiyaki Way
Fax:+254-20-318245,318249 P.0. Box 30623-00100
Email: dg@nacosti.go.ke NAIROBI-KENYA

Website : www.nacosti.go.ke
When replying please quote

ret:No. NACOSTI/P/19/96754/28625 pac: 4™ July 2019

Hezron Barkey Oyolla

Jaramogi Oginga Odinga University
of Science and Technology

P.O. Box 210-40601

BONDO.

RE: RESEARCH AUTHORIZATION

Following vour application for authoritv to carrv out research on

“Relationship between selected motivational praescand students academic _
performance in public Secondary Schools in Seme &idumu West Sub-counties.

I am peased to inform you that you have been authorizechdlertake researchKisumu
County for the period ending™ July, 2020.

Kindly note that, as an applicant who has been licensed under the Science, Technology
and Innovation Act, 2013 to conduct research in Kenya, you shall deposit a copy of the
final research report to the Commission within one year of completion. The soft copy of
the same should be submitted through the Online Research Information System.

ONFACE WANYAMA.
FOR: DIRECTOR-GENERAL/CEO

Copy to:

The County Commissioner
Kisumu County.

The County Direetor of Education
Kisumu County.
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UNIVERSITY OF SCIENCE AND
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APPENDIX B : CONSENT FORM

APPENDIX B: CONSENT FORM
Study number.................... Sub-Location number............oovunns

Hello,
[ am Hezron Barkey Oyolla , a post graduate student at the School of education Yaramogi

Oginga Odinga University of Science and Technology. I am conducting a research

“Relationship_betwegn selected motivational praescand students academic
performance in public Secondary Schools in Seme d&isumu West Sub-counties.

I am requesting you to participate in this study. The study has been approved by the
Department of Curriculum and Educational Management, Jaramogi Oginga Odinga

University of Science and Technology.

Your name will not appear on the transcript .What you tell me will be treated
confidentially and will only be between you and me. There is no compensation for
participating in the study

There are no perceived risks for your participation in this study. However, if a question
makes you uncomfortable, you may decide not to answer it.

Participation in this study is voluntary. You are free to decline or withdraw from the
study any time.

O i\ Lo B oSS o Do hereby consent to participate in this study as
explained to me by, ...oooeviiiiiiii I have been informed of the nature of the
study being undertaken. I confirm that all my concerns about my participation in the
study have been adequately addressed by the investigator.

Participant’s Signature (or thumbprint)........coooviiiiane

Investigator's SIGNATUIE. ... ...oeeviuriiirniiianininnn 11 v SO —

Email; hezronovolla@amail.co
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APPENDIX C : SUPPORT STAFF QUESTIONNAIRE

The purpose of this questionnaire is to collecadat a research on relationship between
support staff motivational practices and studentadamic performance in public
Secondary Schools in Kisumu West and Seme sub4esunYou have been identified as
one of the participants in this study. The infotiora you will provide will be treated
with utmost confidentiality and will only be medot the purpose of this study. You are

therefore requested to give information freely emthe best of your knowledge.

Part I: General information
1. What is your gender? Male[ ] Fenfale ]
2. What is your age range?
20—30[ ] 30-40[ ] 50-60[ 60andabove|[ ]
3. What is your highest educational level?
Primary [ ] Secondary[ ] College[] University [ ]

4. Indicate the type of your School

i. Boys boarding [ ] v. Mixed boarding and dpy ]
ii. Mixed boarding [ 1] vi. Girls boarding and day ]

iii. Girls boarding [ ] vii. Boys day School[ ]

iv. Boys boardingandday [ ] viii. Mixed day [ 1]
v. Mixed boarding and day[ ] ix. Girls day [ ]

vi. Girls boarding and day [ ]

5. For how many years have you been in your curreiost?
0-4[ ] 5-9 ] 10-214] ]5%19] ] 20-24[ ] 25-29 ]

6. Mention your designation in the School...............cooi i,
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Part Il: Relationship between support staff bondirg trips and students academic

performance.

1. Below is a scale or rating from 1-5 on possibleposses to
establish the relationship between support stafidbw trips and students academic

performance, circle the one that applies to youno8tfor each item in the list.

Key:

SA - Strongly Agree - 5 points D - Disagree - e

A - Agree - 4 points SD - Strongly Disagree -alnp

N - Neutral - 3 points
ltems Responses

1. | Support staff bonding trips are part of our SA A N D SD
School programmes.

2. | We have had support staff bonding t rips SA A N D SD
frequently.

3. | Support staff bonding trips have helped un| SA A N D SD

increase our productivity at work.

4. | Support staff bonding trips have had a positiveSA A N D SD

influence on students academic performange.

5. | During bonding trips support staff have SA A N D SD

motivational speakers

6. | Boding trips are offered to support staff SA A N D SD
between 1 — 3 times a year

7 Give ways in which bonding trips offered to supsidff enhance students

academic performance if at all such trips are eflan your School
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Part Ill: Relationship between support staff salay and students’ academic
performance
1. What is your job group [ ]

2. Please indicate how much Kenya shillings you eammmonth?

Less than 5000 [ ] between 5060@00 [ ]
Between 7000 — 9000 [ ] between 9000004, [ 1]
Between 11000 — 13000 [ 1] 13000 and above [ ]

3. (a)Are you satisfied with your salary?
Yes[ ] No [ ]

(b) If no, briefly explain WNY............oo e,
4. Given a chance, would you look for job elsewhere

Yes[ ] NoJ ]
5. Who negotiates for your support staff pay in yooh&l?
6. Salary influences students academic performangeunSchool

Strongly agree [ Agree[ ] undecided [ disagree [ ] strongly disagree[ ]
7. Give ways in which salary you and other suppoift st@n influence students

academic performance in your School
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Part IV: Relationship between staff professional gowth and students academic

performance:

1.

Below is a scale or rating from 1 — 5 on possildgponses to establish the
relationship between support staff professionalwtincand academic performance of
students, circle the one that applies to your Skclwoeach item in the list.

Key:
SA- Strongly Agree -5 points D - Disagree - 2 points
A - Agree -4 points SD - Strongly Disagre€l point
N - Neutral -3 points

ltems Responses

The School administration sometimes give |[tB& A N D SD
support staff opportunities for professional growvih
or go for further training

The School administration sometimes give |[tB& A N D SD
support staff opportunities for professional growvih
or go for in-service training

The School administration sometimes give |[tB& A N D SD
support staff opportunities for professional growvih
or go for workshops

The School administration sometimes give [tB& A N D SD
support staff opportunities for professional growvih
or go for conferences

Opportunities are fairly offered to each membkf SA A N D SD
the support staff if opportunities for professional
growth arise.

Opportunities for attending professional grow®A A N D SD
course are given to members of support staff
regularly.

8. (a) In your opinion, do you think professional gtbwopportunities influence
students academic performance in your School?

(b) List other types of professional growth ogpaities offered to you and fellow
support staff members other than the one mentiongdestion 1 — 4.
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Part V: Relationship between support staff recognibn efforts and students

academic performance:

1. Below is a scale or rating from 1 — 5 on possildeponses to establish the
relationship between support staff professionalwgno and students academic
performance, circle the one that applies to youno8tfor each item in the list:

Key:

SA - Strongly Agree - 5 points D - Disagree -2 points

A - Agree - 4 points SD - Strongly Disagre€l point

N - Neutral - 3 points
ltems Responses
The School authorities sometimes recognize stp@A A SD
staff through greetings.
Support staffs are always verbally appreciatgdthe | SA A SD
School management.
The principal always recognize support staff faork | SA A SD
well done through writing.
Support staff efforts are sometimes recogniz84 A SD
individually or in a group by being given
prizes/individual award.
Members of support staff are sometimes recognifA A SD
individually or in a group through publicly praisey
authorities.
Support staff sometimes are recognized by orgamn| SA A SD
celebrations in the School.
The School authorities always give cash awaalsSA A SD
support staff.

8. (a) In your opinion, do you think the recogmitiefforts given/offered to support staff
influence students academic performance in youo&eh

(b) If yes in 8(a) above, give ways in which tleeognition efforts given to support staff

influence the students academic

performance

in

your

(c) List other types of recognition efforts toetlsupport staff other than the ones
mentioned iN qUESLION 1 — 7. .,
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Part VI: Relationship between support staff promotonal opportunities and students

academic performance.

Below is a scale or rating from 1 — 6 on possielgponses to establish the relationship
between support staff professional growth and stisdecademic performance, circle the
one that applies to your School for each item @nligt.

Key:

SA - Strongly Agree - 5 points
A - Agree - 4 points
N - Neutral - 3 points
D - Disagree - 2 points
SD - Strongly Disagree - 1 point

ltems Responses
1. The School management always promdé A N D SD

support staff to the next superior rank|or
position if such opportunities arise.

2. The School management always promd& A N D SD
support staff to the next job group if ope
deserves it.

3. The School authorities usually Uus8A A N D SD

certificates as an evidence for
advancement to the next job group |or
position/rank.
4. The management usually look int8A A N D SD
experience or length of service/stay |to
promote a support staff to the next job
group or position/rank.
5. The management wusually conside8A A N D SD
closeness to School authority for
promotion of a support staff to the next
rank/position or job group.
6. The promotion to the next job group |BA A N D SD
position/rank is usually done by the School
management fairly in this School.
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7. (a) Do you think the promotional opportunitgisen to the support staff influence

students academic performance in your SCNOOL 2 .oooooeeeeieii

(b) If yes in 7(a) give ways in which promotiongpmrtunities offered to support staff

members influence students academic performangeunSchool.

8. Rate the following motivational practices betwea scale of 1 — 5 with reference to

their influence on students academic performang®im School:

Motivational practices

2.

3.

4.

Bonding trips to support staff ...

Salary structure of support staff ...

Rating

Professional growth of support staff ...........cooo i

Recognition efforts to support staff ......

5. Promotion opportunities to support staff
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APPENDIX D : D.O.S QUESTIONNAIRE
The purpose of this questionnaire is to collecadat a research on relationship between
support staff motivational practices and studentadamic performance in public
Secondary Schools in Kisumu West and Seme sub4esunYou have been identified as
one of the participants in this study. The infotiora you will provide will be treated
with utmost confidentiality and will only be medot the purpose of this study. You are

therefore requested to give information freely smthe best of your knowledge.

Part I: General information
1. What is your gender? Male[ ] Fenfale ]
2. What is your age range?
20—30[ ] 30-40[ ] 50-60[ 60andabove|[ ]
3. What is your highest educational level?
Primary [ ] Secondary[ ] College[] University [ ]
4. Indicate the type of your School

i. Boys boarding [ 1] vi. Mixed boarding andyda ]
ii. Mixed boarding [ ] vii. Girls boarding andyja ]
iii. Girls boarding [ ] viii. Boys day Schdol ]

iv. Boys boarding andday [ ] ix. Mixed day 0

v. Girls day [ 1]

5. For how many years have you been in your curreiost?
0—4[ ] 5-9 ] 10-24] ]15%19] ] 20-24[ ] 25-29 ]

6. State the mean grade and score in the followingsyea

2015 mean [ ] Grade [ ]
2014 mean [ ] Grade [ ]
2013 mean [ ] Grade [ ]
2012 mean [ ] Grade [ ]
Average [ ] Grade [ ]
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Part Il: Relationship between support staff bondirg trips and students academic
performance in Public Secondary Schools.

Below is a scale or rating from 1-5 on possiblepoeses to establish the relationship
between support staff bonding trips and studengsle@mic performance, circle the one

that applies to your School for each item in tise li

Key:

SA - Strongly Agree- 5 points D - Disagree - 2msi

A - Agree - 4 points SD - Strongly Disagree - Inpo

N - Neutral - 3 points
ltems Responses
Support staff bonding trips are part of our SA A N D SD
School programmes.
We have had support staff bonding t rips SA A N D SD
frequently.
Support staff bonding trips have helped un| SA A N D SD
increase our productivity at work.
Support staff bonding trips have had a positiveSA A N D SD
influence on students academic performange.
During bonding trips support staff have SA A N D SD
motivational speakers
Bonding trips are offered to support staff 1-3 SA A N D SD
times a year

7. Give ways in which bonding trips offered to supsff influence students

academic performance in your School in any case e such trips.
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Part Ill: Relationship between support staff salay and students academic
performance
1. Salary of support staff influences academic peréoreoe in your School.

Strongly Agree [ ]

Agree [ ]
Undecided [ ]
Disagree [ ]

Strongly disagree [ ]

2. In your opinion as D.O.S give ways in which theasalsupport staff earn influence

students academic performance in your School.
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Part IV: Relationship between support staff profesenal growth and students’

academic performance:

Below is a scale or rating from 1 — 5 on possilelgponses to establish the relationship
between support staff professional growth and stisleacademic performance, circle the
one that applies to your School for each item @nligt.

Key:
SA - Strongly Agree -5 points D - Disagree - 2
points
A - Agree -4 points SD - Strongly Disagre€l point
N - Neutral -3 points
Items Responses

The School administration sometimes give [tBA A N D SD
support staff opportunities for professional growth
or go for further training

The School administration sometimes give [tBA A N D SD
support staff opportunities for professional growth
or go for in-service training

The School administration sometimes give [tBA A N D SD
support staff opportunities for professional growth
or go for workshops

The School administration sometimes give [tBA A N D SD
support staff opportunities for professional growth
or go for conferences

Opportunities are fairly offered to each memobgf SA A N D SD
the support staff if opportunities for professional
growth arise.

Opportunities for attending professional grow®A A N D SD
course are given to members of support staff
regularly.

7.(a) In your opinion, do you think professionabwth opportunities influence students
academic performance in your SChool? ...

(b) List other types of professional growth oppoities offered to you and
fellow support staff members other than the onetmoeed in question 1 — 4.
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Part V: Relationship between support staff recognibn efforts and students

academic performance:

Below is a scale or rating from 1 — 5 on possilelgponses to establish the relationship
between support staff professional growth and stisdacademic performance, circle the
one that applies to your School for each item @énligt:

Key:
SA - Strongly Agree - 5 points D - Disagree -2 points
A - Agree - 4 points SD - Strongly Disagre€l point
N - Neutral - 3 points

ltems Responses

The School authorities sometimes recognize sup@A A N D SD
staff through greetings.

Support staffs are always verbally appreciatgdthe | SA
School management.

well done through writing.

A
The principal always recognize support staff faork | SA A N D SD
A

Support staff efforts are sometimes recogniz84
individually or in a group by being given
prizes/individual award.

Members of support staff are sometimes recogdnifA A N D SD
individually or in a group through publicly praisey
authorities.

Support staff sometimes are recognized by orgam| SA A N D SD
celebrations in the School.

The School authorities always give cash awaalsSA A N D SD
support staff.

8. (a) In your opinion, do you think the recogmitiefforts given/offered to support staff

influence students academic performance in youo&eh

(b) If yes in 8(a) above, give ways in which tleeognition efforts given to support staff
influence the students academic performance in $ohool

(c) List other types of recognition efforts to tepport staff other than the ones
mentioned in question 1 — 7.
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Part VI: Relationship between support staff promotonal opportunities and students
academic performance.

Below is a scale or rating from 1 — 6 on possielgponses to establish the relationship
between support staff promotional opportunities atutdents academic performance,

circle the one that applies to your School for egam in the list.

Key:

SA - Strongly Agree - 5 points
A - Agree - 4 points
N - Neutral - 3 points
D - Disagree - 2 points
SD - Strongly Disagree - 1 point

ltems Responses
1. The School management alwaySA A N D SD

promote support staff to the next
superior rank or position if sugh
opportunities arise.
2. The School management alwaySA A N D SD
promote support staff to the next job
group if one deserves it.
3. The School authorities usually usB8A A N D SD
certificates as an evidence for
advancement to the next job group|or
position/rank.
4. The management usually look int8A A N D SD
experience or length of service/stay|to
promote a support staff to the next job
group or position/rank.
5. The management usually conside8A A N D SD
closeness to School authority for
promotion of a support staff to the next
rank/position or job group.
6. The promotion to the next job group|d8A A N D SD
position/rank is usually done by the
School management fairly in this
School.
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7. (a) Do you think the promotional opportunitgisen to the support staff influence

(b) If yes in 7(a) give ways in which promotiongpmrtunities offered to support staff

members influence students academic performangeunSchool.

8. Rate the following motivational practices betwea scale of 1 — 5 with reference to

their influence on students academic performang@im School:

Motivational practices Rating

1. Bonding trips to support staff =~ ..
2. Salary structure of support staff ...
3. Professional growth of support staff .............coii i o
4. Recognition efforts to support staff ...

5.Promotion opportunities to support staff ...
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APPENDIX E: THE PRINCIPALS QUESTIONNAIRE

The purpose of this questionnaire is to collecadat a research on relationship between
support staff motivational practices and studentadamic performance in public
Secondary Schools in Kisumu West and Seme sub4esunYou have been identified as
one of the participants in this study. The infotima you will provide will be treated
with utmost confidentiality and will only be medbot the purpose of this study. You are
therefore requested to give information freely smthe best of your knowledge.

Part I: General information
1. What is your gender? Male[ ] Fenfale ]

2. What is your age range?
20—30[ ] 30-40[ ] 50-60]60andabove| ]
3. What is your highest educational level?

Primary [ ] Secondary[ ] College[] University [ ]

4. Indicate the type of your School

i. Boys boarding [ 1] vi. Mixed boarding andyda ]
ii. Mixed boarding [ 1] vii. Girls boarding andyda ]
iii. Girls boarding [ ] viii. Boys day School []

iv. Boys boardingandday [ ] iX. Mixed day (l

v. Girls day [ ]

5. Indicate the number of
i. Students in your School Boys [ ] Glrls ] Total[ ]
il. Support staff in your School Males | ] Féesq ] Total[ ]

6. For how many years have you been in your curreiost?
0-4[ ] 5-9[ ] 10-124[ ]15%19[ ] 20-24] ] 25-29[ ]

7. State the mean grade and score in the followingsyea

2015 mean [ ] Grade [ ]
2014 mean [ ] Grade [ ]
2013 mean [ ] Grade [ ]
2012 mean [ ] Grade [ ]
Average [ ] Grade [ ]
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Part Il: Relationship between support staff bondirg trips and students academic
performance in Public Schools.

Below is a scale or rating from 1-5 on possiblegposses to establish the relationship
between support staff bonding trips and studengsle@mic performance, circle the one

that applies to your School for each item in tise li

Key:

SA - Strongly Agree - 5 points D - Disagree - np®

A - Agree - 4 points SD - Strongly Disagree  -dinp

N - Neutral - 3 points
ltems Responses

1. | Support staff bonding trips are part of our SA A N D SD
School programmes.

2. | We have had support staff bonding t rips SA A N D SD
frequently.

3. | Support staff bonding trips have helped un| SA A N D SD
increase our productivity at work.

4. | Support staff bonding trips have had a positiveSA A N D SD
influence on academic performance.

5. | During bonding trips support staff have SA A N D SD
motivational speakers

6. | Bonding trips are offered to support staff 1-3 SA A N D SD
times a year

7. Give ways in which bonding trips offered to supsidff influence students

academic performance in your School in any case e such trips.
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Part lll: Relationship between support staff salay and students academic
performance

1. (a) Do you think your support staff are satisfrgth your salary?
Yes [ ]
No [ ]

(b) If no, briefly explain why

2. Salary influences students academic performangeunSchool

Strongly agree [ ]

Agree [ ]
Undecided [ ]
Disagree [ ]

Strongly disagree[ ]

3. Give ways in which salary your School administmatpay to support staff

influence students academic performance in yobo&Ic
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Part IV: Relationship between support staff profesenal growth and students’

academic performance:

Below is a scale or rating from 1 — 5 on possilelgponses to establish the relationship
between support staff professional growth and stisdacademic performance, circle the
one that applies to your School for each item @nligt.

Key:
SA - Strongly Agree -5 points D - Disagree - 2
points
A - Agree -4 points SD - Strongly Disagre€l point
N - Neutral -3 points
ltems Responses
1. The School administration sometimes give |[tBA |A [N | D | SD

support staff opportunities for professional growvth
or go for further training
2. The School administration sometimes give |[tBA |A [N | D | SD
support staff opportunities for professional growwth
or go for in-service training

3. The School administration sometimes give |[tBA |A [N | D | SD
support staff opportunities for professional growvth
or go for workshops

4. The School administration sometimes give |[tBd |A [N | D | SD
support staff opportunities for professional growvth
or go for conferences

5. Opportunities are fairly offered to each membefSA |A [N |D | SD
the support staff if opportunities for professionpal
growth arise.
6. Opportunities for attending professional grow®A | A [N | D | SD
course are given to members of support staff
regularly.

7. (a) In your opinion, do you think professional gtbwopportunities influence
students academic performance in your School?

(b) List other types of professional growth oppaities offered to you and fellow
support staff members other than the one mentiongqdestion 1 — 4.

219



Part V: Relationship between support staff recognibn efforts and students

academic performance:

Below is a scale or rating from 1 — 5 on possilelgponses to establish the relationship
between support staff professional growth and stisdacademic performance, circle the
one that applies to your School for each item @énligt:

Key:
SA - Strongly Agree - 5 points D - Disagree -2 points
A - Agree - 4 points SD - Strongly Disagre€l point
N - Neutral - 3 points

ltems Responses

The School authorities sometimeSA A N D SD
recognize  support staff through
greetings.

Support staffs are always verballgA A N D SD
appreciated by the School management.

The principal always recognize suppo8A A N D SD
staff for work well done through writing.

Support staff efforts are sometimeSA A N D SD
recognized individually or in a group by
being given prizes/individual award.

Members of support staff are sometim&A A N D SD
recognized individually or in a group
through publicly praises by authorities.

Support staff sometimes are recogniz&d\ A N D SD
by organizing celebrations in the School.

The School authorities always give caSA A N D SD
awards to support staff.

8. (a) In your opinion, do you think the recognitiefforts given/offered to support
staff influence students academic performance in uryoSchool?

(b) If yesin 8(a) above, give ways in which tkeeognition efforts given to support staff
influence the students academic performance in your
School.......coooiiiiii

(c) List other types of recognition efforts to tkapport staff other than the ones
mentioned in guestion 1 - 7.
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Part VI: Relationship between support staff promotonal opportunities and students

academic performance.

Below is a scale or rating from 1 — 6 on possielgponses to establish the relationship
between support staff promotional opportunities atutents academic performance,

circle the one that applies to your School for egam in the list.

Key:

SA - Strongly Agree - 5 points
A - Agree - 4 points
N - Neutral - 3 points
D - Disagree - 2 points
SD - Strongly Disagree - 1 point

Items Responses
1. The School management always promdé A N D SD

support staff to the next superior rank|or
position if such opportunities arise.

2. The School management always promd&@& A N D SD
support staff to the next job group if ope
deserves it.

3. The School authorities usually Uus8A A N D SD

certificates as an evidence for advancement
to the next job group or position/rank.

4. The management wusually look int8A A N D SD
experience or length of service/stay |to
promote a support staff to the next job
group or position/rank.

5. The management wusually conside8A A N D SD
closeness to School authority for promotjon
of a support staff to the next rank/position
or job group.

6. The promotion to the next job group [BA A N D SD
position/rank is usually done by the School
management fairly in this School.

7. (a) Do you think the promotional opportunitgisen to the support staff influence
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(b) If yes in 7(a) give ways in which promotiongpmrtunities offered to support staff

influence on students academic performance in $ctool.................

8. Rate the following motivational practices betwea scale of 1 — 5 with reference to

their influence on students academic performang®im School:

Motivational practices Rating

1. Bonding trips to support staff ..
2. Salary structure of support staff ...
3. Professional growth of support staff ...
4. Recognition efforts to support staff ...

5.Promotion opportunities to support staff ... —
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APPENDIX F: BOM CHAIRPERSONS’ INTERVIEW SCHEDULE
Part I: Relationship between support staff bondingtrips and students’ academic

performance

Does your School organize bonding trips to supgtarft?

2. In your opinion, do bonding trips of support staffuence students’ academic
performance in your School if at all there are stigs?

3.  Give ways in which bonding trips offered to supieff in your School influence

students’ academic performance if there are sujg$tr

Part Il: Relationship between support staff salaryand students’ academic

performance.

1. Please list the categories of job groups gopport staff falls in.

2. What is the lowest and highest monthly mayper category of job group?

3.In your own opinion, do you think the salary ptad/our support staff has positive
or negative influence on students acadgmiformance in your School?

4. If yesin no. 3, which ways does salargitl to support staff influence students

academic performance in your School?

Part lll: Relationship between support staff profesional growth and students’

academic performance:

1. Does your School management give chanpeodéssional growth opportunities
like in- service training, seminars, further traigj workshop and conferences to
support staff?

2. If the management offers professional ghpwihich ones of the above?

3. Do such professional growth opportunitigiience students academic
performance in your School.

4.  In which ways do professional opportuninéfered to support staff influence

students academic performance in your School?
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Part IV: Relationship between support staff recogrion of efforts and students
academic performance.
1. (a) As a principal, do you recognize the ¢ffaf your support staff individually and
in  groups verbally and in writing?
(b) If yes, give the details of how theaguition is done.
3. As a principal in your opinion do these verbal amdten recognitions to support
staff have positive or negative influence on thelehts academic performance?
3. (@) If yes in no.2in your opinion, in whialays do verbal and written recognitions
of Support staff influence students academicgoarénce in your School?
Part V: Relationship between support staff promotimal opportunities and students
academic performance.
1.Does the School management promote supporttstdfé next job group or position?
2. Ifyesinno. 1, what are the conditionsgoymotion?
3. As aprincipal, do you think the promotiongbortunities offered to the support staff
has influence on the students academic pedioce in your School?
4. If yesin No. 3, in which ways do promotiafssupport staff influence students

academic performance in your School.
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APPENDIX G: DOS INTERVIEW SCHEDULE
Part I: Relationship between support staff bondingrips and students academic

performance

1. Does your School organize bonding trips to supgtarff?

2. In your opinion, do bonding trips of support staffuence students academic
performance in your School if at all there are suigs?

3. Give ways in which bonding trips offered to supsidff in your School influence

students academic performance if there are syzftri

Part Il: Relationship between support staff salaryand students academic
performance.

1. In your own opinion, do you think the salary pasdybur support staff has positive
or negative influence on students acadgmitormance in the School?
2. Ifyesinno. 1, which ways does salargwdt to support staff influence students

academic performance in your School?

Part lll: Relationship between support staff profesional growth and students
academic performance:
1. Does your School management give chanpeodéssional growth opportunities
like in- service training/seminars, funtaining, workshop and conferences to
support
staff?
If the management offers professional ghpwithich ones of the above?
Do such professional growth opportunitigiience students academic
performance in your School?
4.  In which ways do professional opportuninéfered to support staff influence

students academic performance in your School?
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Part IV: Relationship between support staff recogrion of efforts and students
academic performance.
1. (a) Does the School administration recogtheeefforts of your support staff
individually and in groups verbally and in writing?
(b) If yes, give the details of how theaguition is done.
2. As a DOS in your opinion do these verbal and wmitecognitions to support staff
have Positive or negative influence on the stuslanddemic performance?
3. (a)Ifyesinno.2, in your opinion, in whizvays do verbal and written recognitions
of  Support staff influence students acadereiégpmance in your School?
Part V: Relationship between support staff promotimal opportunities and students
academic performance.
1.Does the School management promote supporttstdfé next job group or position?
2. Ifyesinno. 1, what are the conditionsgoymotion?
3. As the in-charge of academics, do you thirégromotion opportunities offered to
the support staff has influence on the studentdeana performance in your

School?

4. If yesin No. 3, in which ways do promotiafssupport staff influence students

academic performance in your School.
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APPENDIX H: BURSARS INTERVIEW SCHEDULE
Part I: Relationship between support staff bondingrips and students academic

performance

1. Does your School organize bonding trips to supgtarff?

2. In your opinion, do bonding trips of support stafffluence students academic
performance in your School if at all there are suigs?

3. Give ways in which bonding trips offered to suppstaff in your School influence

students academic performance if there are syzftri

Part 1l: Relationship between support staff salary and students academic
performance.

1.In your own opinion, do you think the salary ptod/our support staff has positive
or negative influence on students acadgmiformance in your School?
2. Ifyesinno. 1, which ways does salargwdt to support staff influence

academic performance in your School?

Part lll: Relationship between support staff profesional growth and students
academic performance:
1. Does your School management give chanpeodéssional growth opportunities

like in- service training/seminars, funtheaining, workshop and conferences to
support

staff?

If the management offers professional ghpwithich ones of the above?

Do such professional growth opportunitiegluence students academic

performance in your School?

4, In which ways do professional opportunitegiered to support staff influence

students academic performance in your School?
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Part IV: Relationship between support staff recogrion of efforts and students
academic performance.
1. (a) Does the School administration recogtheeefforts of your support staff
individually and in groups verbally and in writing?
(b) If yes, give the details of how theaguition is done.
2. As a DOS in your opinion do these verbal and writecognitions in your School
have Positive or negative influence on the studacasliemic performance?
3. (a)Ifyesinno.2, in your opinion, in whizvays do verbal and written recognitions
of Support staff influence students academitoperance in your School?
Part V: Relationship between support staff promotonal opportunities and students
academic performance.
1. Does the School management promote support stifétoext job group or position?
2. If yesin no. 1, what are the conditions for proimo?
3. As the in-charge of academics, do you think thermiion opportunities offered to
the support staff has influence on the studentdean& performance in your School?
4. If yes in No. 3, in which ways do promotions of pop staff influence students

academic performance in your School?
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APPENDIX I: KISUMU WEST
AND SEME SUB-COUNTIES ADMINISTRATIVE BOUNDARIES
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